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An American invention, the 4-H program of the Cooperative Exten-
sion Service, originated near the beginning of the Twentieth Century 
as a result of a vital need to improve life in rural areas. The 
"learn by doing" method of teaching was utilized by 4-H to introduce 
new developments in farming and homemaking to boys and girls (Cooper-
ative Extension Service, 1976). As the program has evolved through 
the years, the focus has changed to one of overall youth development. 
The original corn club and canning clubs with 46 members have 
grown to include diversified 4-H projects to appeal to boys and girls 
in urban as well as rural areas. Today 4-H reaches 5.8 million young-
sters (Anderson, 1977). 
Just as the definition of 4-H has changed through the years, so 
has the role of the Extension staff members responsible for the pro-
gram. In the 1950's the individual Extension staff member was be-
lieved to be employed full time if the 4-H enrollment was 250 to 300 
members. The staff role during this period involved a great deal of 
personal interaction between the staff and the individual members. 
Analysts of the 1960's assigned the ratio of members to staff at 750 
to 1,000 per professional. Volunteer leaders were called on to assume 
some of the roles that Extension staff had formerly performed. In 
the 1970's, Extension staff have demonstrated that one staff member 
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can manage programs involving unlimited numbers of members if there 
is a complementing adult volunteer support system. As 4-H moves into 
Century III and Extension staff becomes committed to making 4-H avail-
able to all youth, the Extension staff role, more than ever before, 
becomes that of program management. 
The ability to reach large numbers of youth is a valid argument 
for involving 4-H volunteer leaders; however, it is not the only one. 
Quality programs are another reason for involving 4-H volunteer lead-
ers. Volunteer leaders are a rich source of knowledge and experience. 
The potential volunteer skills available in any community usually ex-
ceed that which any individual Extension staff member can personally 
provide. Also, if 4-H is to involve many youth intensively over a 
period of years, thus enhancing their growth and development, more 
time than most Extenstion staff can provide will be required. 
Problem Statement 
If we expect to increase both the quality and quantity of 4-H 
programs in Century III, we must commit ourselves to greater involve-
ment of volunteer leaders (Cooperative Extension Service, 1976, p. 10). 
It will also be necessary for volunteers to assume more and more tasks 
formerly considered the responsbility of the Extension agent. This 
will further necessitate a change in roles for the Extension agent 
working with 4-H. Extension agents will have to become teachers of 
teachers; whereas, ·under the former plan they worked directly with 4-H 
club members (Northrop, 1975, p. 2). 
Since these concepts regarding changing roles and tasks were in-
troduced to Extension staff in 1976, there has been no evaluation, 
3 
other than informal feedback, of this plan. There is no documentation 
of attitudes of Extension staff at various levels toward the role and 
task changes. 
The importance of attitude in influencing behavior is well known. 
Attitude has been described as an effective component based upon cog-
nitive processes which is an antecedent of behavior (Shaw, 1967). 
Attitudes, as they relate to program implementation, are considered a 
major factor (Heckel, 1965, p. 87). 
It would seem, therefore, that if Extension staff members hold 
unfavorable attitudes toward changes in tasks and the many variables 
associated with these changes, the program guidelines of Oklahoma 4-H 
for Century III will have limited acceptance either at the county or 
state level. Thus, the impact of Oklahoma 4-H for Century III on 
Oklahoma 4-H programs will be minimal. This information leads one to 
ask: What are the attitudes of Oklahoma professional Extension agents 
toward the tasks of 4-H volunteer leaders? 
Purpose of the Study 
The purpose of the study is to provide the Oklahoma 4-H staff and 
Extension administration with some basic information regarding the 
attitudes of Oklahoma professional Extension staff toward tasks of 
4-H volunteer leaders. The study will provide information necessary 
to determine Oklahoma's progress in implementing the program guidelines 
of Oklahoma 4-H for Century III. State and district 4-H staff will 
be able to utilize the data in planning future 4-H training emphasis. 
County staff will find the information helpful in comparing their 
attitudes regarding the roles of volunteer leaders to suggested roles 
outlined in Oklahoma 4-H for Century III. 
Objectives 
The specific objectives of this study are as follows: 
1. To identify attitudes of county Extension staff regard-
ing tasks performed by volunteer leaders. 
2. To compare the attitudes of county Extension staff, 
district and State 4-H staff in regard to tasks of vol-
unteer adult 4-H leaders. 
3. To identify differences in the attitudes of county, 
district and State Extension staff regarding the tasks 
of volunteer adult 4-H leaders. 
4. To compare the attitudes of county Extension staff with 
different personal characteristics regarding the tasks 
of volunteer adult 4-H leaders. 
5. To make recommendations regarding future training em-




The hypotheses of this study are developed in keeping with the 
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basic assumption that attitude of staff affects program implementation. 
This theory is shown to be true in other Extension and business situa-
tions. 
There will be no significant difference in the attitudes 
of Extension staff in the five Oklahoma Extension districts 
regarding the tasks of adult 4-H volunteer leaders. 
There will be no significant difference in the attitudes 
of Extension staff of varying tenure regarding the tasks 
of adult 4-H volunteer leaders. 
There will be no significant difference in the attitudes 
of Extension staff with bachelor's degrees from different 
areas rega,rding the tasks of adult 4-H volunteer leaders. 
There will be no significant difference in the attitudes 
of Extension staff with varying number of Extension work 
experiences regarding the tasks of adult 4-H volunteer 
leaders. 
There will be no significant difference in the attitudes 
of county, district, and State Extension staff toward the 
tasks of adult 4-H volunteer leaders. 
Assumptions 
In conducting this study, the author assumes: 
1. That implementation of Oklahoma 4-H for Century III is a 
desirable goal for Oklahoma Extension. 
2. That Extension administration will be willing to provide 
training for staff as necessary to facilitate implementa-
tion of Oklahoma 4-H for Century III. 
3. That Extension staff will act in the most objective manner 
possible in identifying the tasks of adult 4-H volunteer 
leaders. 
4. That Likert-type scales measuring attitudes have equal in-
tervals between the numbers; therefore, data are interval 
in nature. 
5. That the questionnaire covers only the adult 4-H volunteer 
leader roles which are most pertinent to the Oklahoma 4-H 
program, as suggested by the review of related literature. 
Limitations 
There are several limitations which may influence the value of 
this study. 
1. The attitudes toward tasks of adult 4-H volunteer leaders 
can only be generalized to Oklahoma--one state of 50 that 
may have similar situations and needs for such information. 
2. There is limited information regarding the reliability and 
validity of the instrument used to measure the attitudes 
of respondents. 
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3. The study does not attempt to include attitudes of adminis-
trators, even though their attitudes can influence effective-
ness of committees (Vandeberg, 1955). 
Definitions 
Certain terms used in this research problem may be unfamiliar. 
To facilitate clarity and understanding, the following definitions 
are offered. 
4-H members are those youth nine to 19 years of age who volun-
tarily participate in any of Extension's youth development programs, 
ranging from only minimal involvement to participation in all oppor-
tunities available (Kruse, 1977, p. 26). 
4-H leaders include adults and older teens assuming adult-like 
roles as they work with 4-H members. 4-H leaders are volunteers; 
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they are both learners and teachers. Professional staff provide train-
ing and guidance to leaders as they in turn deliver the program to the 
youth (Kruse, 1977, p. 26). 
County Extension staff includes all subjects in this study work-
ing at the county level. Staff members include county Extension di-
rectors, county Extension agricultural agents, and county Extension 
home economists- 4H (Cooperative Extension Service, 1976, p. 41). 
4-H is the youth development phase of the Cooperative Extension 
Service (Cooperative Extension Service, 1976, p. 6). 
Maintenance tasks are those tasks involving physical arrangement 
and the overseeing of supporting details necessary for effective pro-
gramming (Boyce, 1968, p. 12). 
Educational tasks are those tasks which are aimed at changing 
the behavior pattern of people (Boyce, 1968, p. 12). 
Managerial tasks are those tasks involving decision making which 
set or maintain a precedent or establish a procedure. 
CHAPTER II 
REVIEW OF LITERATURE 
Introduction 
From the earliest history of Cooperative Extension and 4-H, the· 
emphasis was on the involvement of adults as well as youth in 4-H 
programs. The earliest corn and canning clubs were organized to edu-
cate adults as well as youth (Benedetti, Cox, and Phelps, 1976). It 
was thought that the youth would share newly learned skills and knowl-
edge with their parents, and thus help implement new agriculture and 
Home Economics innovations. The 4-H program evolved and expanded 
through the years to include a more varied curriculum and to acknowl-
edge the role of adults in the program. The Cooperative Extension 
Service (1976) cited the overall objectives of the 4-H program as to: 
Provide the opportunity for all youth to develop their 
own greatest potential. 
Provide for adult education through development and 
training of leaders to share the program with youth (p. 9). 
Thus, through the period of 70 years, the role of the adult in 
4-H has changed from one of being a recipient of educational efforts 
in 1907 to one of being an informal educator in 1977. The volunteer 
adult 4-H leader is now a key figure in helping youth develop toward 
their potential. This chapter presents a summary of selected litera-
ture related to volunteers in general, 4-H volunteers, the roles and 
tasks of volunteers, and managers of volunteers. 
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Volunteers: General Information 
The impact and influence of adult volunteers in the United States 
were immeasurable. A Census Bureau survey conducted in April, 1974, 
indicated approximately 37 million Americans over 18 were volunteering 
at that time. The U.S. Department of Labor, in its manpower/automation 
monograph, estimated that by 1980 the volunteer work force will co~"tri­
bute 30 billion annually to the U.S. economy. Boyle and Douglah (1974) 
cited in their study that over two million adults served in voluntary 
leadership capacities annually for educational youth organizations. 
These statistics verified how great was this contribution of volun-
teerism; further exemplified by Kramer's (1974) remarks that volunteers 
were a more important and dynamic resource for most nonprofit organi-
zations than money. 
Such groups as 4-H, Boy Scouts, Girl Scouts, Campfire Girls, farm 
youth organizations, and young adult church groups relied almost ex-
elusively on lay people in the community to provide adult leadership 
for their particular organization. Volunteers were vital to the very 
existence of these and other similar organizations. Tyler (1968) 
cited five reasons for utilizing volunteers in youth development or-
ganizations as follows: 
1. Volunteers furnish greatly needed personnel to supplement 
and complement the limited professional staff. 
2. Volunteers help to maintain a friendly climate in the 
organization. 
3. Volunteers learn from experience in the organization 
ways to be better members of the family and of the 
community. 
4. Volunteers help to gain public understanding and support 
for the work and the organization. 
5. Volunteers make it possible for the agency to increase 
its services in spite of a limited budget (p. 155). 
Schlinder-Rainman and Lippitt (1971, p. 21) recognized there was 
a need in our American society for volunteer energy, time, and compe-
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tenc~. However, they also stated that of equal importance is the need 
of individuals to have the opportunity to be of service as a means of 
self-fulfillment and in order to grow toward self-actualization as a 
democratic caring-for-others person. The Census Bureau study regard-
ing volunteerism stated "helping others" was the primary motive for 
53 percent of the Americans who volunteer, which was ironic since 
volunteerism was actually an outgrowth of the "helping others" princi-
ple. In Colonial America the concept took roots through the tradition 
of "help. thy neighbor" and "it's better to give than to receive." 
Through the years as more needs for assistance became evident, volun-
teers responded in larger numbers and assistance was provided on a 
more organized basis. 
Volunteers: 4-H Leaders 
Adult volunteer leaders provide a tremendous impact on the 4-H 
program. This fact was emphasized by Boyce (1971) when he revealed 
statistics that: 
In the 1970 fiscal year, 338,000 adult men and women 
served as volunteer leaders. Research studies indicate 
that these volunteers donated an average of 25 days 
service to the information education of 4-H members. 
If Extension were to replace these volunteers with paid 
aides, it would require a national contribution of 
around 200 million or approximately three times the 
present private and public funds now being spent for 
the 4-H portion of the Extension program (p. 1). 
These facts stressed the immense impact of present volunteers on the 
4-H program. It appears the impact will be increased in the future 
in view of the following Extension Committee on Policy (ECOP) (1976) 
recommendation: 
A highly desirable goal for the next decade of Century 
III would be to double the number of volunteer leaders 
serving 4-H. It is imperative that the expanded roles 
of the volunteers and paraprofessional staff and the 
functions and responsibilities of the professional 
staff be more clearly defined (p. 6). 
To meet the challenge of doubling the number of volunteers in this 
decade, there are several requirements, according to Boyce (1977). 
A planned leader program in each county; enhanced sup-
port of volunteers including training, follow-up, and 
teaching materials; adapting leader roles and tasks to 
appeal to previously overlooked sources of leadership 
who, due to time or other limitations, have not been 
able to serve youth through 4-H; and enhancing team~ork 
between volunteers and Extension personnel (p. 27). 
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Since expanded roles for 4-H leaders was a major part of the ECOP rec-
ommendation, Extension professionals began to expand the tasks avail-
able to 4-H leaders and offered new flexibility in carrying out tasks. 
Expanded responsibility meant delegation of tasks that was previously 
performed by agents; greater flexibility meant one year a leader 
serves as project leader while next the leader might serve as a public 
information leader (Boyce, 1977, p. 27). According to Gilliland (1977, 
p. 28), the challenge in the future is for agents and volunteers alike 
to continually evaluate their roles and determine who can and should 
fulfill a given task. 
Volunteers: The Individual and the Task 
Placing the appropriate person in a suitable, well-designed job 
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has been one of the most difficult responsibilities of a volunteer 
manager. This was because the greatest challenge and joy for a good 
manager was ~ot just to produce things but to grow people, and people 
grow best when given a meaningful job to do that requires the best 
they have to offer (Wilson, 1976, p. 131). To make sensible and im-
aginative placements, the interest, skills, and personal character-
istics of the volunteer must be matched with the requirements outlined 
for a specific job. This process resembles fitting two parts of a 
puzzle together. When the fit is right, it helps complete the whole 
picture of volunteer involvement. 
It was necessary to build into the volunteer selection process 
procedures for ensuring suitability, appropriateness, and quality 
control (Wilson, 1976, p. 122). Applicants must be screened to elim-
inate those clearly unsuited for certain jobs and redirected to ap-
propriate placements whenever possible. According to Scheier (1976), 
screening was essential for several reasons: 
1. The clients of the agency must be protected. They must 
be helped, not hindered by any volunteer involvement. 
2. The agency's reputation is greatly affected by the vol-
unteers who work there. 
3. Morale of paid staff and other volunteers declines when 
inappropriate or poor volunteer placements occur; and 
4. The volunteer himself suffers when misplaced (p. 46). 
It was essential to recognize and deal with high risk volunteers, 
and it was equally important to recognize high potential candidates. 
According to Wilson (1976, p. 122), one of the greatest faults of 
many volunteer programs was under-utilizing those volunteers who have 
unusual skills, organizational capabilities, or extraordinary potential. 
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Often these volunteers went undetected because they were misplaced 
initially and, once placed, they were forgotten (Wilson, 1976, p. 122). 
So for the benefit of all concerned--the agency, volunteer, staff, 
and client--it was important that the task of matching volunteers and 
tasks be taken seriously. The volunteers selected for tasks today 
have an impact on the quality of programs now and in the future. This 
single factor will determine which people will be involved in design-
ing, directing, and carrying out the programs of the future. 
Volunteers: 4-H Supervision 
Working with 4-H volunteer leaders was one of the most difficult 
and also one of the most rewarding and interesting aspects of a super-
visory Extension position. Supervision of volunteers requires skill, 
knowledge, and a set of attitudes not required in many other types of 
work (Weaver, 1976, p. 25). As 4-H for Century III is implemented 
and volunteers are more fully utilized, more 4-H agents will face the 
challenges of supervisory roles. Running parallel to these changes 
were trends of resistance to widespread use of volunteers. Lippitt 
and Schindler-Rainman (1975) list eight areas of resistance: 
1. The professional wants to keep their boundaries of pro-
fessional competence. 
2. As the professional delegates more responsibility to 
the volunteer he has less contact with the client, 
thus losing immediate interpersonal reward. 
3. Many professionals, due to their formal education, do 
not feel confident as a trainer. 
4. The volunteer may have more relevant information and 
skills than the professional. 
5. The volunteers are indigenous to the client, thus a 
closer working relationship. 
6. Volunteers can be very articulate about their expec-
tations and needs. 
7, Professionals withhold information as a form of power, 
thus limiting the effectiveness of the volunteer. 
8. Professionals do not always understand the new popula-
tion they are requested to work with (p. 21). 
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The 4-H voluntary supervisor must work to overcome these obstacles and 
delegate more and more responsibility to the volunteer staff. 
The major tas~of a supervisor of volunteers was to help the vol-
unteers improve their effectiveness. The supervisor needed to demon-
strate, explain, and illustrate to help the volunteers understand 
what was expected of them. The volunteers needed guidance which was 
reinforced with current information. Volunteers should be recognized 
for their accomplishments or constructively criticized if their work 
is poor. The supervision should also provide opportunities for the 
volunteers to accept greater responsibility as their abilities in-
crease (Boyce, 1971, p. 12). 
It was through proper supervision that the roles of the profes-
sional, the paraprofessional, the volunteer, and the teen volunteer 
were delineated (Boyce, 1971, p. 12). Each of these members of the 
Extension staff knew to whom they reported and received information 
and their relationship to each other. 
William B. Mullins (1970), Director of the National Center for 
Voluntary Action, stated that individual volunteers should not be re-
ferred to agencies that could not insure proper supervision. To 
assist the 4-H agent in giving proper. supe~ision, Van Dersal (1974) 







People must always understand clearly what is expected 
of them. 
People must have guidance in doing their work. 
Good work should always be recognized. 
Poor work deserves constructive criticism. 
People should have the opportunity to show they can ac-
cept greater responstbilities. 
People should be encouraged to improve themselves (p. 10). 
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A conscientious application and use of the principles mentioned above 
can do much to improve 4-H agents' supervisory competencies. 
Summary 
The 4-H leader is a resource viable to the Cooperative Extension 
Service. To adequately utilize 4-H leaders at their fullest potential, 
it is necessary to define the tasks of the volunteer and to match the 
talents of the volunteer to the specifications of the task. Another 
factor which affects successful volunteer utilization is the super-
visory capabilities of the 4-H professional. To implement the 4-H in 
Century III guidelines, the 4-H professional must learn to be a man-
agerofprograms and a supervisor of volunteer personnel. This will 
be a role change for the 4-H professional who has previously provided 
direct service to clients. As the role change occurs, it is likely 
that tension will develop and many professionals will continue to 
resist using volunteers. 
CHAPTER III 
RESEARCH PROCEDURES 
This was a descriptive study confined to the analysis of Exten-
sion staff attitudes toward the tasks of adult 4-H volunteer leaders. 
A Likert-type questionnaire was used to collect the necessary data 
from county, district, and State Extension staff. The questionnaire 
required the respondent to agree or disagree with a series of state-
ments regarding possible 4-H volunteer leader tasks. 
Population and Sample 
The population represented in the study was all county Extension 
agents, district 4-H agents, and State 4-H staff in Oklahoma. The 
Extension personnel office listed 211 county Extension agents, five 
district 4-H agents, and seven State 4-H staff members. The sample 
for the study included the entire population of county Extension 
agents and district 4-H agents. The sample of State staff members 
was six, excluding the author. 
Instrumentation 
A Likert-type instrument was used to elicit the desired informa-
tion for this study. The instrument was developed from: (1) practi-
cal experience of the researcher with adult 4-H volunteer leaders; 
(2) practical experience of other 4-H staff members in similar 
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situations; (3) 4-H volunteer leader job descriptions listed in Okla-
homa 4-H for Century III; and tasks listed by a.committee attending a 
4-H volunteer recruitment meeting in 1974. 
To establish validity and reliability, the questionnaire was 
first pretested with 20 Extension staff members from other states. 
The participants made comments concerning form, readability, clarity, 
and ease of completion. The respondents also provided verbal comments 
for improvement. 
The instrument was then revised by the researcher and members of 
the thesis committee. Minor revisions were made, based on the feed-
back received from the pretest group and the thesis committee. The 
letter and questionnaires are included in Appendix A. 
The questionnaire contained 93 attitudinal scale items and one 
open-ended question. The Likert-scale format was chosen for the items. 
Shaw (1967) stated that attitude scales are generally composed of 
statements with varying degrees of positivity and negativity. The 
most frequently used methods of measuring attitudes require subjects 
to indicate their agreement or disagreement with these statements. 
Endorsement of the statement served as the basis for inferring the ex-
istence of a positive or negative evaluation of the subject. Thus, 
the questionnaire was developed with scales of 1 to 5, with the ex-
treme indicating strong disagreement and agreement, respectively. 
Demographic factors included on the questionnaire were: (1) position 
in the Extension service, (2) tenure, (3) sex, (4) number of different 
Extension positions held, (5) Bachelor degree field, and (6) educa-
tional status. These were determined as a result of theorizing from 
various Extension professionals that these factors might be related 
to attitudes toward the tasks of 4-H volunteer leaders. 
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The tasks listed on the questionnaire were categorized as either 
maintenance tasks, educational tasks, or managerial tasks. The tasks 
were categorized by a panel of experts who individually received the 
classification instrument which is included in Appendix B. 
Data Collection 
The appropriate questionnaire was mailed to each of the individ-
uals in the sample. An appropriate cover letter accompanied each of 
the questionnaires. The letter explained the purpose of the survey, 
how the information would affect county programming, and instructions 
for completing and returning the questionnaire. The completed ques-
tionnaires were returned to the researcher in a self-addressed, 
stamped envelope. A follow-up letter was sent to the individuals 
not returning the questionnaire.within three weeks. 
The total return from the sample was 214 out of a potential 
sample of 228. This was a 94 percent participation rate for the 
total sample. The corrected percentage of return for the sample was 
90 percent, or 206 of 228. 
Analysis of Data 
The chi-square statistical technique was used to measure differ-
ences in perceptions of volunteer tasks. Frequency count and per-
centage were used to report demographical data. 
I 
The data.were further analyzed by number, percentages, arithme-
tic mean, and standard deviation. The data were analyzed at the 
Computer Science Center at Oklahoma State University. 
18 
CHAPTER IV 
ANALYSIS OF DATA 
Introduction 
The overall purpose of this study was to gain insight into the 
tasks of 4-H volunteer leaders as perceived by county Extension pro-
fessionals, State and district 4-H staff, and district administrative 
staff. This study was based on the perceptions of the above group 
regarding 93 tasks usually required in conducting a county 4-H program. 
The tasks are identified in Oklahoma 4-H for Century III (Cooperative 
Extension Service, 1976). As a result of the findings of this study, 
more relevant Extension staff training programs can be planned and 
implemented in Oklahoma. 
This study provided the information from which State, district, 
and county staff can identify perceptions regarding volunteer tasks. 
This knowledge and the comparison of the population, perceptions of 
the tasks are expected to assist professional staff in planning in-
service training. 
Because of the importance plac·ed on the utilization of 4-H vol-
unteer leaders by the Oklahoma Cooperative Extension Service, a high 
rate of questionnaires return was expected. The total of the research 
sample consisted of 214 respondents out of a potential sample of 228. 
This was a 94 percent participation rate for the total sample, while 
19 
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the corrected percentage rate was 90 percent. The return percentage 
by sample further clarifies the sample response. 
Three copies of the questionnaire were judged unusable. Five 
forms were returned too late for value to the study. The corrected 
percentage for the questionnaire was 90 percent or 206 of 228. The 
data from these samples was summarized and analyzed in relation to 
the objectives and hypotheses established in Chapter I. 
Demographical Description of the Sample 
In order to more fully identify the sample surveyed in the study, 
the following demographic data are presented in Table I. 
Extension Staff Sample , 
The sample for the study includes the entire population of county 
Extension staff, district 4-H agents, State 4-H staff, and district 
administrative staff. Of the 206 respondents, 100 were female. The 
largest single age group was the 26-30 years of age group with 41 
Extension staff members (19.903 percent). 
The tenure of the Extension staff in the sample was concentrated 
in the eight years to less than 15 years, 36 (17.734 percent), the 
fifteen years to less than 25 years, 44 (21.675 percent) and 25 years 
or more, 30 (14.778 percent). One-hundred and two (49.515 percent) of 
the staff had bachelor degrees in Agriculture, while 97 (4 7. 087 per-
cent) had degrees in Home Economics. Seven (3.398 percent) staff 
members had bachelor degrees in other areas. 
The largest number of the sample had 4-H and Home Economics as 
their area of responsibility. Sixty-one (30.049 percent) were in this 
TABLE I 
DESCRIPTION OF EXTENSION STAFF, NUMBER, 
AND PERCENTAGE 
Description - Classification 


















56 years or older 
Years Worked in County Extension Position 
1 month to less than 1 year 
1 year to less than 3 years 
3 years to less than 5 years 
5 years to less than 8 years 
8 years to less than 15 years 
15 years to less than 25 years 
25 years or more 




4-H and Home Economics 































































TABLE I (Continued) 
Description - Classification 
Position Title 
County Extension Director 
County Extension Agent 
County Extension Home Economist 
County Extension Agent, Agriculture 
County Extension Home Economist, 4-H 
Other 






Bachelor's Degree with Some Graduate Work 
Master's Degree 
Master's Degree with Some Graduate Work 
Doctoral Degree 
Doctoral Degree with Some Graduate Work 
Other 






















































group. Fifty-three (26.108 percent) had 4-H as their area of responsi-
bility, while 34 (16.749 percent) had an area responsibility for 4-H 
and Agriculture. Sixteen (7.882 percent) had an area of responsibil-
ity for Home Economics and 27 (13. 300 percent) had an area of respon-
sibili ty for Agriculture programs. 
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Test of Hypotheses 
There were five major hypotheses formulated in relation to the 
objectives. These hypotheses related to tasks of volunteer adult 4-H 
leaders as perceived by Extension staff. 
Hypothesis 1: There is no significant difference in the attitudes 
of Extension staff in the five Oklahoma Extension districts regarding 
tasks of adult 4-H volunteer leaders. 
This hypothesis was tested by analyzing the results of the Likert-
type rating scale for the responses of Extension staff in relation to 
each of 93 tasks. The respondents were asked to rate the task items 
indicating their agreement that the task should be performed by a 4-H 
adult volunteer leader. The chi-square was used to determine the 
difference between the Extension staff in each of the five Extension 
districts. Table II reveals significant differences between the five 
districts at the .05 level or less for one of 17 tasks classified as 
educational. Table III reveals significant differences between the 
five districts at the .05 level or less for five of 34 tasks classi-
fied as maintenance. Table IV reveals significant differences be-
' tween the five districts at the .OS level or less for five of 23 tasks 
classified as managerial tasks. 
Hypothesis I was accepted for 82 of the task items and not ac-
cepted for 11 task items which met the criterion for significance. 
Thus, Hypothesis 1 was not accepted on the basis of significant dif-
ferences in task perceptions between the districts for eleven of the 
tasks~ 
TABLE II 
DIFFERENCES OF PERCEIVED VOLUNTEER EDUCATIONAL 
TASKS AMONG EXTENSION STAFF BY DISTRICT 
Tasks 
Educational Tasks 
Plan local club program 
Represent 4-H with civic 
groups 
Suggest new 4-H programs 
or projects 
Create new visual materials 
Develop mass media programs 
Serve as county project 
leaders 
Serve as teachers to train 
other volunteers in spe-
cialty 
Teach subject matter 
Organize tours 
Coach judging teams 
Teach club officer training 
Motivate 4-H members 
Introduce new projects and 
activities 
Teach crafts 
Serve as a resource person 
Make samples of projects 
to show 




























































DIFFERENCES OF PERCEIVED VOLUNTEER MAINTENANCE 
TASKS AMONG EXTENSION STAFF BY DISTRICT 
Tasks 
Maintenance Tasks 
Contact potential 4-H 
leaders 
Recruit 4-H members 
Represent 4-H with county 
fair boards 
Recruit volunteers 
Promote 4-H awards 
Conduct tours 
Conduct surveys 
Recruit project leaders 
Work with parents 
Serve on 4-H council 
Assist with fair entry 
Assist with club enroll-
ment 
Provide transportation 
Support new 4-H club 
Make visuals 
Give recognition 
Locate meeting places 
Plan leader coffee 
Secure meeting places 
Tag livestock 
Organize clubs 
Serve as camp counselor 
Lead recreation 
















































































TABLE III (Continued) 
Tasks 
Maintenance Tasks (Cont.) 
Take exhibits to fair 
Serve on telephone com-
mittee 
Present awards and rec-
ognition 
Clean county fairgrounds 




Tabulate judging results 





























DIFFERENCES OF PERCEIVED VOLUNTEER MANAGERIAL 
TASKS AMONG EXTENSION STAFF BY DISTRICT 
Tasks Chi-Square Degree of 
Value Freedom 
Managerial Tasks 
Set rules for county events 15.171 20 
Evaluate 4-H programs 37.396 20 
Se!Ve as activity chair-

















TABLE IV (Continued) 
Tasks 
Managerial Tasks (Cont.) 
Initiate 4-H publicity 
Make award selections 
Serve on inter-agency 
committees 
Set county goals 
Evaluate extension staff 
Appoint committees 
Organize money making 
activities 




Recommend major purchases 
Select fair superintendents 
Represent 4-H with school 
administration 
Inform other leaders 




Supervise food stand 
Serve as activity coor-
dinator 





































































The data were also analyzed by comparing the arithmetic mean of 
the five districts for each task. Tables V, VI, and VII show data 
relative to this hypothesis. The mean responses for the 93 task items 
ranged from a low of 2.31 for a managerial task to a high of 4.63 for 
an educational task. 
The mean scores of Extension staff in the Northeast District were 
higher than the mean scores for the other districts for each category 
of tasks. The Central district had the second highest scores for ed-
ucational and maintenance tasks and the third highest for managerial 
tasks. The Southwest district had the second highest mean scores for 
the managerial tasks and third highest for educational and maintenance 
tasks. The Northwest district had the lowest mean scores of all dis-
tricts for each task category. The Northwest district had the lowest 
mean scores of all districts for each task category. The Southeast 
District had the fourth highest mean scores of all districts for each 
task category. There was less variance in mean scores for tasks 
classified as educational and the most variance for maintenance tasks. 
To further identify the perceived differences in the responses 
of Extension staff in the five districts, the number and percentages 
are reported in Appendix C. The responses were calculated for each 
of the 93 tasks from data on the chi square cells. 
Hypothesis 2: There is no significant difference in the atti-
tudes of Extension staff of varying tenure regarding the tasks of 
adult 4-H volunteer leaders. 
Hypothesis 2 was tested using the chi-square to analyze the rat-
ing scale response of Extension staff as divided by tenure. Table 
VIII reveals significant differences between Extension staff members 
TABLE V 
MEAN SCORES COMPARING EDUCATIONAL TASKS OF 
ADULT 4-H VOLUNTEER LEADERS AS ASSESSED 
BY EXTENSION STAFF IN EACH DISTRICT 
Tasks Northwest Southwest Central Northeast Southeast 
EDUCATIONAL TASKS Mean Standard Mean Standard Mean Standard ~1~an Standard Mean Standard 
Deviation Deviation Deviation Deviation Deviation 
Plan local club program 4.17 0.92 4.24 0.69 4.63 0.52 4.57 0.50 4.18 0.65 
Represent 4-H with civic 
groups 3.71 0.92 3.92 0.75 3.98 0.61 4.12 0.64 3.75 0.68 
Suggest new 4-H programs 
or projects 4.14 0.69 4.48 0.50 4.26 0.68 4.63 0.48 4.36 0.54 
Create new visual materials 3.20 0.90 3.43 0. 77 3.26 0.93 3.75 0.96 3.52 0.86 
Develop mass media materials 3.14 1.00 3.46 0.95 3.28 1. 01 3.30 1.10 3.13 0.87 
Serve as county project 
1 eaders 3.97 0.95 4.41 0.63 4.48 0.72 4.54 0.50 4.42 0.50 
Serve as teachers to train 
other volunteers in speciality 
areas 3.91 0.78 4.19 0.78 4.46 0.50 4.12 0.83 4.13 0.77 
Teach subject matter 3.80 0.75 4.12 0.55 4.05 0.81 4.03 0. 72 3.89 0.55 
Organize tours 3.91 0.74 4.07 0.60 4.13 0.62 4.33 0.59 4.00 0.56 
Coach judging teams 3.82 0.78 3.92 0.93 4.11 0.75 4.21 0.69 3.94 0.65 
Teach club officer training . 3.62 0.97 3.78 0.98 3.90 0.84 3.84 0.83 3. 81 0.72 
Motivate 4-H members 4.22 0;73 4.60 0.49 4.48 0.50 4.48 0.56 4.31 0.47 
Introduce new projects and 
activities 4.00 0.72 4.21 0. 72 4.03 0.74 4.18 0.58 4.02 0. 59 
Teach era fts 3.94 0.63 4.04 0.70 4.11 0.73 4.21 0.60 4.05 0.56 
Serve as a resource person 4.11 0.67 4.36 0.53 4.21 0.64 4.33 0.59 4.10 0.60 
Make samples of projects to 
show 4.00 0.64 3.87 0.85 3.98 0.82 4.03 0.68 4.02 0.63 
Attend project training N 
sessions 4.11 0.67 4.29 0.55 4.42 0.60 4.51 0.56 4.35 0.48 
\.0 
TABLE VI 
MEAN SCORES COMPARING MAINTENANCE TASKS OF 
ADULT 4-H VOLUNTEER LEADERS AS ASSESSED 
BY EXTENSION STAFF IN EACH DISTRICT 
Tasks Northwest Southwest Central Northeast Southeast 
MAINTENANCE TASKS Mean Standard Mean Standard Mean Standard Mean Standard Mean Standard 
Deviation Deviation Deviation Deviation Deviation 
·contact potential 4-H 1 eaders 4.00 0.80 4.29 0.46 4.30 0.57 4.27 0.51 4.05 0.65 
Recruit 4-H members 4.22 0.73 4.41 0.59 4.53 0.54 0.60 0.49 4.18 0.56 
Represent 4-H with county 
fair boards 3.88 0.36 3.58 0.92 3.59 0.84 3.96 0.84 3.75 0.92 
Recruit volunteers 4.11 0.68 4.09 0.70 4.30 0.67 4.33 0.69 4.18 0.69 
Promote 4-H awards 4.11 0.67 4.22 0.53 4.19 0.52 4.27 0.67 4.23 0.43 
Conduct tours 3.80 0.83 4.07 0.60 4.21 0.53 4.39 0.49 4.02 0.67 
Conduct surveys 3.25 0.98 3.39 0.94 3.44 0.91 3.51 0.87 3.28 1.08 
Recruit project leaders 3.97 0.61 4.31 0.60 4.40 0.49 4.27 0.67 4.27 0.50 
Work with parents 4.11 0.67 4.58 0.49 4.48 0.50 4.51 0.50 4.34 0.53 
Serve on 4-H council 4.08 0.74 4.43 0. 77 4.46 0.54 4.51 0.50 4.27 0.56 
Assist with fair entry 3.80 1. 02 4.29 0. 71 4.38 0.52 4.27 0.83 4.29 0.51 
Assist with club enrollment 4.17 0.74 4.58 0.49 4.50 0.54 4.66 0.47 4.37 0.49 
Provide. transportation 3.88 0.79 4.17 0. 77 4.15 0.83 4.27 0.83 4.26 0.55 
Support new 4-H club 4.17 0.70 4.43 0.50 4.37 0.52 4.48 0.61 4.31 0.47 
Make visuals 3.51 0.70 3.50 0.93 3.52 1. 00 3.69 0.84 3.60 0.82 
Give recognition 4.02 0.70 4.39 0.49 4.32 0.55 4.30 0.52 4.07 0.63 
Locate meeting places 3.97 0.66 4.39 0.49 4.32 0.58 4.51 0.56 4.13 0.47 
Plan leader coffee 3. 77 0. 77 3.85 0.82 3.96 0.86 4.09 0.87 3.92 0. 71 
Secure meeting places 3.88 0. 71 4.26 0.74 4.30 0.54 4.36 0.60 4.07 0.53 
Tag livestock 3.60 1. 03 3.02 0.97 3.80 0.86 3.90 0.94 3.67 0.81 CJ.l 0 
TABLE VI (Continued) 
Tasks Northwest Southwest Central Northeast Southeast 
MAINTENANCE TASKS Mean Standard ~lean Standard Mean Standard ~~ean Standard ~1ean Standard 
Deviation Deviation Deviation Deviation Deviation 
Organize clubs 4.02 0.56 4.19 0.64 4.25 0.74 4.21 0.78 3.97 0.67 
Serve as camp counselor 3.94 0.80 3.97 0.99 4.15 0.75 4.18 0.63 4.05 0.39 
Lead recreation 3.45 1. 06 3.46 1.18 3.94 0.91 3.93 1. 02 3.86 0.96 
Sponsor junior leader group 4.05 0.68 4.07 0.56 4.25 0.48 4.24 0.50 4.13 0.41 
Take exhibits to fair 3.85 0.87 3.48 1.07 4.01 0.75 4.24 0.66 3.92 0.78 
Serve on telephone committee 3. 77 0. 77 3.97 0.72 4.01 0. 77 4.06 0.82 4.00 0.56 
Present awards and recognition 4.02 0.74 4.19 0.74 4.28 0.60 4.48 0.56 4.21 0.47 
Clean county fairgrounds 2.51 1.17 2.65 1.40 2.65 1.20 3.12 1.49 3.15 1. 24 
Help build floats and booths 3. 77 0. 77 3.87 0. 71 3.84 0.87 4.15 0.75 3.78 0.81 
Make signs 3.77 0.77 3.95 0.70 3.96 0.81 3.96 0.80 3.73 0.86 
Write newsletter 2.62 0.91 3.02 1.01 2.78 1.19 3.06 1. 08 2.86 1.16 
Tabulate judging results 3.91 0.81 3.97 0.85 3.86 1.10 4.06 0.91 3.83 0.87 
Fill club literature order 3.31 1.10 3.34 1.17 3.53 1.16 3.63 1.05 3.59 1.06 
Sponsor awards 3.60 1.00 3.46 1. 09 3.73 0.93 3.84 0.93 3.45 1. 04 
TABLE VII 
MEAN SCORES COMPARING MANAGERIAL TASKS OF 
ADULT 4-H VOLUNTEER LEADERS AS ASSESSED 
BY EXTENSION STAFF IN EACH DISTRICT 
Tasks Northwest Southwest Central Northeast 
MANAGERIAL TASKS Mean Standard Mean Standard Mean Standard Mean Standard 
Deviation Deviation Deviation Deviation 
Set rules for county events 3.85 0.87 3.97 0.90 3.80 0.29 3.93 0.60 
Evaluate 4-H programs 3.94 0.72 4.36 0.53 4.28 0.69 4.21 0.48 
Serve as activity chairpersons 4.11 0.79 4.00 0.80 4.32 0.61 4.36 0.78 
Initiate 4-H publicity 3. 77 0. 77 3.73 0.94 3.98 0.69 3.90 0.76 
Make award selections 3.51 1.12 3.43 0.99 3.66 0.95 3.96 0.68 
Serve on inter-agency committees 3.62 0.97 3.82 0.71 3. 71 0.87 4.00 0.67 
Set county goals 3.85 0.73 4.00 0.67 4.01 0.91 4.15 0.80 
Evaluate extension staff 3.17 1. 01 3.31 1.17 2.90 1.15 3.15 1.22 
Appoint committees 3. 77 0.80 3.60 1. 06 3.59 0.95 3.69 0.91 
Organize money making activities 4.02 0.61 3.97 0.72 4.00 0.76 4.24 0.56 
Serve as advisors to extension 
staff 4.02 0.74 4.39 0. 77 4.00 0.99 4.33 0.69 
Recommend staffing 2.85 1.06 2.85 0.93 2.80 1.08 2.72 1.06 
Justify budgets 2.82 1.20 3.21 1.27 3.23 1. 21 3.60 1.17 
Recommend major purchases 3.02 1. 01 3.26 0.86 3.15 1.06 3. 51. 0.93 
Select fair superintendents 2.94 1.02 3.24 1.01 3.13 1.22 3.18 1.18 
Represent 4-H with school 
administration 3.91 0.78 4.00 0. 77 4.00 0.82 4.27 0.62 
Inform other leaders 4.02 0.61 4.31 0.52 4.38 0.59 4.30 0.68 
Serve as county fair super-
























TABLE VII (Continued) 
Tasks Northwest Southwest Central Northeast Southeast 
MANAGERIAL TASKS Mean Standard Mean Standard Mean Standard Mean Standard Mean Standard 
Deviation Deviation Deviation Deviation Deviation 
Contact minorities regarding 
membership 3.94 0.63 4.35 0.62 4.13 0.80 4.21 0.59 4.13 0.62 
Supervise food stand 3.82 0.82 4.07 0.90 4.11 0.83 4.24 0.75 4.00 0.62 
' 
Serve as activity coordinator 4.08 0.44 4.00 o. 77 4.13 0.74 4.39 0.55 4. 02 0.49 
Utilize junior leaders 4.14 0.69 4,63 0.48 4.46 0.54 4.57 0.50 4.26 0.44 
Chaperone out-of-state trips 3.94 0.96 4.24 0.66 4.15 0. 72 4.33 0.64 4.18 0.51 
TABLE VIII 
DIFFERENCES OF PERCEIVED VOLUNTEER EDUCA-
TIONAL TASKS AMONG EXTENSION STAFF 
BY TENURE 
Tasks Chi-Square Degree of 
Value Freedom 
Educational Tasks 
Plan local 4-H club pro-
gram 24.091 18 
Represent 4-H with civic 
groups 33,018 24 
Suggest new 4-H programs 
or projects 24.551 24 
Create new visual mater-
ials 26.935 24 
Develop mass media pro-
grams 28.547 24 
Serve as county project 
leaders 39.866 24 
Serve as teachers to train 
other volunteers in 
specialty areas 38.254 24 
Teach subject matter 36.680 24 
Organize tours 26.777 24 
Coach judging teams 34.264 24 
Teach club officer train-
ing 29.183 24 
Motivate 4-H members 16. 368 18 
Introduce new projects 
and activities 28.394 24 
Teach crafts 30.963 24 
Serve as a resource 
person 24.558 24 
Make samples of projects 
to show 29.155 24 
Attend project training 
sessions 32.924 24 





















of varying tenure at the .05 level or less for three of 17 tasks clas-
sified as educational. Table IX reveals significant differences be-
tween Extension staff members of varying tenure at the .OS level or 
less for five of 34 tasks classified· as maintenance. Table X reveals 
significant differences between Extension staff members of varying 
tenure at the .05 level or less for two of 23 tasks and the .001 or 
lower level for one task classified as managerial. 
Hypothesis 2 was accepted /for 82 of the task items and not ac-
cepted for 11 task items which met the criterion for significance. 
Hypothesis 2 was not accepted on the basis of significant differences 
in task perception between the staff members of varying tenure for 10 
tasks. 
The data were also analyzed by comparing the arithmetic mean of 
the tenure categories for each task. Tables XI, XII, and XIII show 
data relative to this hypothesis. The mean responses for the 93 task 
items ranged from a low of 2.33 for a managerial task to a high of 
4.70 for an educational task. 
The mean scores for those having worked three years to less than 
five years were higher for all task categories, than those of any 
other tenure classification. Those staff members who have worked 15 
years to less than 25 years had the second highest mean scores for all 
task categories. The third highest mean scores were recorded by those 
who have worked five years to less than eight years. The fourth high-
est mean scores for all task categories were recorded by staff members 
who have worked eight years to less than 15 years. The fifth highest 
mean scores for all task categories were recorded by staff members 
who have worked one month to less than one year. The sixth highest 
TABLE IX 
DIFFERENCES OF PERCEIVED VOLUNTEER MAINTENANCE 
TASKS AMONG EXTENSION STAFF BY TENURE 
Tasks 
Maintenance Tasks 
Contact potential 4-H 
leaders 
Recruit 4-H members 
Represent 4-H with county 
fair boards 
Recruit volunteers 
Promote 4-H awards 
Conduct tours 
Conduct surveys 
Recruit project leaders 
Work with parents 
Serve on 4-H council 
Assist with fair entry 
Assist with club enroll-
ment 
Provide transportation 
Support new 4-H club 
Make visuals 
Give recognition 
Locate meeting places 
Plan leader coffee 
Secure meeting places 
Tag livestock 
Organize clubs 
Serve as camp counselor 
Lead recreation 
Sponsor junior leader 
group 


















































































TABLE IX (Continued) 
Tasks 
Maintenance Tasks (Cont.) 
Serve on telephone committee 
Present awards and recrea-
tion 
Clean county fairgrounds 




Tabulate judging results 


























DIFFERENCES OF PERCEIVED VOLUNTEER MANAGERIAL 
TASKS AMONG EXTENSION STAFF BY TENURE 
Tasks Chi-Square Degree of 
Value Freedom 
Managerial Tasks 
Set rules for cowty events 14.726 24 
Evaluate 4-H programs 17.046 24 
Serve as activity chair-
persons 32.666 24 
Initiate 4-H publicity 18.931 24 
Make award selections 25.142 24 
Serve on inter-agency 



















TABLE X (Continued) 
Tasks 
Managerial Tasks (Cont.) 
Set county goals 








Recommend major purchases 
Select fair superintend-
ents 
Represent 4-H with school 
administration 
Inform other leaders 




Supervise food stand 
Serve as activity coordin-
ator 
































































Plan local club program 
Represent 4-H with civic groups 
Suggest new 4-H programs or projects 
Create new visual materials 
Develop mass media programs 
Serve as county project leaders 
Serve as teachers to train other 
volunteers in speciality areas 
Teach subject matter 
Organize tours 
Coach judging teams 
Teach club officer training 
Motivate 4-H members 
Introduce new projects and activities 
Teach crafts 
Serve as a resource person 
Makes samples of projects to show 
Attend project training sessions 
TABLE XI 
MEAN SCORES COMPARING EDUCATIONAL TASKS OF 
ADULT 4-H VOLUNTEER LEADERS AS ASSESSED 
BY EXTENSION STAFF WITH 
VARYING TENURE 
1 r1onth 1 Year to 3 Years to 5 years to 8 years to 
to 1 ess less than 1 ess than 1 ess than 1 ess than 
than 1 Year 3 .:tears 5 .:tears 8 ,:tears 15 .:tears 
Standard Standard Standard Standard Standard 
~lean Deviation Mean Deviation ~lean Deviation Mean Deviation Mean Deviation 
4.23 0.83 4.26 0.86 4.66 0.48 4.40 0.64 4.52 0.55 
3.90 0.83 3.73 0. 75 4.16 0.76 3.88 0.52 4.00 0.53 
4.47 0.51 4.30 0.47 4.54 0.50 4.28 0.45 4.38 0.59 
3.23 0.70 3.30 0.92 3.50 1. 02 3.40 0.76 3.50 0.84 
3.42 1.02 3.26 0. 96 3.37 1.13 3.36 0.90 3.27 0.84 
4.47 0.60 4.47 0.51 4.66 0.48 4.40 0.57 4.36 0.48 
4.50 0.60 4.45 0.59 4.20 0.72 4.20 0.57 4.08 0. 76 
3. 71 0.90 3.95 0.56 4.29 0.55 4.16 0.37 4.08 0.43 
3.90 0.53 4.00 0. 52 4.29 0.62 4.16 0.47 4.00 0.58 
3.76 0.62 3.86 0.69 4.16 0.96 4.08 0.64 4.13 0.42 
3.71 0.84 3.69 0.63 3.87 1.07 3.76 0.83 3.86 0. 76 
4.42 0.50 4.30 0.47 4.58 0.50 4.40 0. 50 4.38 0.49 
3.85 0. 72 3.95 0.56 4.39 0.58 4.08 0.64 3.97 0.65 
4.00 0. 77 4.04 0. 56 4.25 0.67 4.12 0.43 4.05 0.47 
4.26 0.64 4.13 0.62 4.37 0.57 4.16 0.47 4.17 0.56 
3.85 0~ 74 3.91 0. 73 4. 20 0.72 4.00 0.57 4.02 0.61 
4.33 0.57 4.39 0.72 4.70 0.46 4.20 0.50 4.31 0.47 
15 years to 25 years 
less than or 
25 .:tears more 
Standard Standard 
Mean Deviation ~1ean Deviation 
4.31 0.80 4.20 0.49 
3.95 0.68 3. 72 0.99 
4.36 0.61 4.26 0.90 
3.56 0.89 3.33 1. 06 
3.25 0.91 2.96 1. 18 
4.38 0.72 4.00 1.11 
4.16 0. 68 3.96 0.99 
4.04 0.78 3.70 0.91 
4.20 0.70 4.06 0.82 
4.11 0.89 3.86 0.97 
3.95 0.93 3.70 0.95 
4.62 0.54 4.40 0.81 
4.29 0.55 4.00 0.90 
4.18 0.75 3.86 0.86 
4.31 0.63 4. 20 0.76 
4.04 0.88 3.93 0. 78 
4.36 0.53 4.20 0.76 V-1 \0 
MAINTENANCE TASKS 
Contact potential 4-H leaders 
Re~ruit 4-H members 
TABLE XII 
MEAN SCORES COMPARING MAINTENANCE TASKS OF ADULT 
4-H VOLUNTEER LEADERS AS ASSESSED BY EX-
TENSION STAFF WITH VARYING TENURE 
1 Month 
to less 
than 1 Year 
Mean Standard 
Deviation 










5 years to 









15 years to 




Represent 4-H with county fair groups 





































3.47 0. 73 





















3.69 0. 76 
3.65 0.83 
4.08 0. 73 
2. 73 1.21 
3.69 0.87 











































































































































3.47 I. 33 
3.77 1.00 
Promote 4-H awards 
Conduct tours 
Conduct surveys 
Recruit project 1 eaders 
Work with parents 
Serve on 4-H co unci 1 
Assist with fair entry 
Assist with club enrollment 
Provide transportatiOn 
Support new 4-H club 
Mak.e vi sua 1 s 
Give recognition 
locate meeting p 1 aces 
Plan le3der coffee 
Secure meeting places 
Tag 1 ivestock 
Organize clubs 
Serve as camp counselor 
lead recreation 
Sponsor junior leader group 
Take exhibits to fair 
Serve on telephone col1l!littee 
Present awards and recognltion 
Clean county fairgrounds 
Help build floats ~nd booths 
Make s1gns 
Write news 1 et ter 
Tabulate judging results 




















4.30 0. 79 
3.51 0.98 




















MEAN SCORES COMPARING MANAGERIAL TASKS OF 
ADULT 4-H VOLUNTEER LEADERS AS ASSESSED 









Set rules for county events 3.57 
Evaluate 4-H programs 4.04 
Serve as activity chairpersons 4.28 
Initiate 4-H publicity 3.90 
Make award selections 3.57 
Serve on inter-agency committees 3.95 
Set county goals 4.00 
Evaluate extension staff 3.14 
Appoint committees 3.61 
Organize money-making activities 4.09 
Serve as advisors to extension staff 4.04 
Recommend staffing 2.85 
Justify budgets 2.85 
Recommend major purchases 3.04 
Select fair superintendents 3.00 
Represent 4-H with school administration 4.19 
Inform other leaders 4.47 
Serve as county fair superintendents 3.61 
Contact minorities regarding membership 4.23 
Supervise food stand 4.04 
Serve as activity coordinator 4.00 
Utilize junior leaders 4.42 











































































































































































































































































































































mean scores were recorded by staff members who have worked one year to 
less than three years. The lowest mean scores were recorded by those 
staff members who have worked 25 years or more. There was less vari-
ance in mean scores for tasks classified as educational and the great-
est variance for those tasks classified as maintenance. 
Hypothesis 3: There will be no significant difference in the at-
titudes of Extension staff with Bachelor's degrees from different areas 
regarding the tasks of adult 4-H volunteer leaders. 
Hypothesis 3 was tested using the chi-square to analyze the rating 
scale response of Extension staff as divided by Bachelor degree areas. 
Tables XIV, XV, and XVI reveal significant differences between Exten-
sion staff members with Bachelor degrees in Home Economics, Agricul-
ture, and Other fields at the .05 level or less for eight of 93 tasks. 
There were no significant differences for tasks classified as educa-
tional. Four maintenance tasks out of 34 showed significant differ-
ences at the .05 level or less. Two tasks showed highly significant 
differences at the .001 or lower level. Hypothesis 3 was not accepted 
on the basis of significant differences in task perception between the 
staff members with Bachelor degrees in Home Economics, Agriculture, 
and Other fields for eight tasks. The data were also analyzed by com-
paring the arithmetic mean of the degree categories for each task. 
Tables XVII, XVIII, and XIX show data relative to this hypothesis. 
The mean responses for the 93 task items ranged from a low of 2.75 
for a maintenance task to a high of 4.57 for three maintenance tasks. 
The mean scores of Extension staff with Bachelor degrees in Home 
Economics were higher than the mean scores for staff with degrees in 
TABLE XIV 
DIFFERENCES OF PERCEIVED VOLUNTEER EDUCATIONAL 
TASKS AMONG EXTENSION STAFF BY AREA 
OF BACHELOR DEGREE 
Tasks 
Educational Tasks 
Plan local 4-H club pro-
grams 
Represent 4-H with civic 
groups 
Suggest new 4-H programs 
o:r;. projects 
Create new visual materials 
Develop mass media programs 
Serve as county project 
leaders 
Serve as teachers to train 
other volunteers in 
specialty areas 
Teach subject matter 
Organize tours 
Coach judging teams 
Teach club officer training 
Motivate 4-H members 
Introduce new projects and 
activities 
Teach crafts 
Serve as a resource person 
Make samples of projects 
to show 




























































DIFFERENCES OF PERCEIVED VOLUNTEER MAINTENANCE 






Contact potential 4-H leaders 7.211 
Recruit 4-H members 2.920 
Represent 4-H with county 
fair boards 26.058 
Recruit volunteers 4.719 
Promote 4-H awards 9.736 
Conduct tours 11.969 
Conduct surveys 2.855 
Recruit project leaders 2.854 
Work with parents 2.256 
Serve on 4-H council 4.609 
Assist with fair entry 4.252 
Assist with club enrollment 1.284 
Provide transportation 12.081 
Support new 4-H club 5.307 
Make visuals 9.319 
Give recognition 3.915 
Locate meeting places 4,254 
Plan leader coffee 12.381 
Secure meeting places 9.133 
Tag livestock 8.491 
Organize clubs 17.462 
Serve as camp counselor 6.087 
Lead recreation '10.140 
Sponsor junion leader group 3.283 
Take exhibits to fair 8.494 

























































TABLE XV (Continued) 
Tasks Chi-Square Degree of 
Value Freedom 
Maintenance Tasks (Cont.) 
Present awards and recreation 14.151 8 
Clean county fairgrounds 10.480 8 
Help build floats and booths 24.559 8 
Make signs 29.494 8 
Write newsletter 7.769 8 
Tabulate judging results 12.453 8 
Fill club literature orders 5.927 8 
Sponsor awards 18.684 8 
asignificant at the .05 or lower level. 
bHighly significant at the . 001 or lower level . 
TABLE XVI 
DIFFERENCES OF PERCEIVED VOLUNTEER MANAGERIAL 
TASKS AMONG EXTENSION STAFF BY AREA OF 
BACHELOR DEGREE 
Tasks Chi-Square Degree of 
Value Freedom 
Managerial Tasks 
Set rules for county events 8.202 8 
Evaluate 4-H programs 10.680 8 
Serve as activity chair-
persons 8. 731 8 
Initiate 4-H publicity 12.305 8 
Make award selections 4,029 8 
Serve on inter-agency 


















TABLE XVI (Continued) 
Tasks 
Managerial Tasks (Cont.) 
Set county goals 
Evaluate extension staff 
Appoint committees 
Organize money making 
activities 




Recommend major purchases 
Select fair superintendents 
Represent 4-H with school 
administrators 
Inform other leaders 




Supervise food stand 
Serve as activity coordina-
tor 
Utilize junior leaders 




























































MEAN SCORES COMPARING EDUCATIONAL TASKS OF ADULT 
4-H VOLUNTEER LEADERS AS ASSESSED BY EXTENSION 
STAFF WITH DIFFERENT BACHELOR 
DEGREE AREAS 
Tasks Home Economics Agriculture 
Standard Standard 
Mean Deviation Mean Deviation 
Educational Tasks 
Plan local club program 4.47 0.59 4.29 o. 72 
Represent 4-H with civic 
groups 3.96 0.60 3.85 0.84 
. Suggest new 4-H programs 
or projects- 4.40 0.51 4.33 0.69 
Create new visual materials 3. 53 0.82 3.36 0.95 
Develop mass media programs 3.28 0.99 3.24 0.97 
Serve' as county project 
leaders 4.46 0.63 4.29 0.76 
Serve as teachers to train 
other volunteers in spe-
cial ty areas 4.21 0.76 4.18 0. 71 
Teach subject matter 4.04 0.67 3.98 0.73 
Organize tours 4.19 0.55 4.02 0.69 
Coach judging teams 4.00 0.76 4.04 0.80 
















TABLE XVII (Continued) 
Tasks Home Economics Agriculture Other 
Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation 
Educational Tasks (Cant.) 
Motivate 4-H members 4.48 0.50 4.41 0.61 4.42 0.53 
Introduce new projects and 
activities 4.14 0.63 4.06 0.73 3. 71 0.48 
Teach crafts 4.12 0.64 4.04 0.70 4.00 0.00 
Serve as a resource person 4.25 0.61 4.21 0.62 4.28 0.48 
Make samples of projects 
to show· 3.97 0.76 4.03 0. 72 3. 57 0.78 
Attend project training 
sessions 4. 39 0. 53 4.30 0.64 4.42 0.53 
Tasks 
Maintenance Tasks 
'T'AT-~:r..,.... ..._, •• ---
MEAN SCORES COMPARING MAINTENANCE TASKS OF ADULT 
4-H VOLUNTEER LEADERS AS ASSESSED BY EXTENSION 
STAFF WITH DIFFERENT BACHELOR DEGREE AREAS 
Home GConomics Agriculture 
Standard Standard 
Mean Deviation Mean Deviation 
Contact potential 4-H leaders 4.25 0.50 4.13 0.70 
Recruit 4-H members 4.42 0.57 4.39 0.63 
Represent 4-H with county 
fair boards 3.85 0.84 3.63 0.92 
Recruit volunteers 4.25 0.63 4.17 0.73 
Promote 4-H awards 4.27 0.51 4.15 0.60 
Conduct tours 4.13 0.55 4.09 0.73 
Conduct surveys 3.38 1.00 3.42 0.90 
Recruit project leaders 4.30 0.56 4.22 0.61 
Work with parents 4.44 0.51 4.40 0.60 
Serve on 4-H council 4.40 0.59 4. 34 0.68 
Assist with fair entry 4.28 o. 72 4.19 o. 77 
Assist with club enrollment 4.74 0.52 4.45 0.62 
Provide transportation 4.30 0.58 4.00 0.89 
Support new 4-H club 4.44 0.51 4.27 . 0.60 






















MEAN SCORES COMPARING MANAGERIAL TASKS OF ADULT 
4-H VOLUNTEER LEADERS AS ASSESSED BY EX-
TENSION STAFF WITH DIFFERENT BACHELOR 
DEGREE AREAS 
Tasks Horne Economics Agriculture 
Standard Standard 
Mean Deviation Mean Deviation 
Managerial Tasks 
Set rules for county events 3.88 0.93 3.80 0.83 
Evaluate 4-H programs 4.18 0,63 4.11 0.74 
Serve as activity chairpersons 4.31 0.53 4.08 0.83 
Initiate 4-H publicity 3.81 0.85 3.84 0.76 
Make award selections 3.63 1. 00 3.58 0.99 
Serve on inter-agency corn-
rnittees 3.90 o. 71 3.64 0.88 
Set county goals 4.00 0.84 3.95 0.78 
Evaluate extension staff 3.10 1.17 3.00 1.15 
Appoint committees 3.68 0.95 3.58 0.93 
Organize money making activi-
ties 4~12 0.66 3.94 0.64 
Serve as advisors to ext en-
sion staff 4.19 0.68 4.14 0.91 








3.71 1. 25 
3.57 1.13 
3.71 1.11 








Managerial Tasks (Cont.) 
Justify budgets 3.05 
Recommend major purchases 3.32 
Select fair superintendents 3.21 
Represent 4-H with school 
administration 3.85 
Inform other leaders 4.28 
Serve as county fair super-
intendent 4.14 
Contact minorities regarding 
membership 4.23 
Supervise food stand 4.10 
Serve as activity coordinator 4.10 
Utilize junior leaders 4.43 
Chaperone out-of-state trips 4.29 
TABLE XIX (Continued) 
Economics Agriculture 
Standard Standard 
Deviation Mean -Deviation 
1.20 3.25 1.23 
0.93 3.03 1.05 
1. 09 3.05 1.17 
0.87 4.04 0. 77 
0.51 4.25 0.65 
0.80 3.90 1. 01 
0.64 4.11 0.70 
0.74 4.01 0.86 
0.65 4.17 0.63 
0.49 4.43 0.62 






























Agriculture or other fields for each category of tasks. Extension 
staff members with Bachelor degrees in Agriculture had the second high-
est mean scores for all three categories of tasks. Those staff members 
with degrees in other fields had the lowest mean scores for all three 
categories of tasks. There was less variance in mean scores for tasks 
classified as educational tasks and the most variance for maintenance 
tasks. 
To further identify the perceived differences in attitudes toward 
volunteer leader tasks, the number and percentages are reported in 
Appendix C. 
Hypothesis 4: There will be no significant difference in the 
attitudes of Extension staff with varying number of Extension work 
experiences regarding the tasks of adult 4-H volunteer leaders. 
Hypothesis 4 was tested using the chi-square to analyze the 
rating scale response of Extension staff who have held varying number 
of Extension staff positions. Table XX reveals significant differ-
ences between Extension staff with varying number of work experiences 
at the .05 level or lower for three of 17 tasks classified as educa-
tional. Table XXI reveals significant differences between Extension 
staff with varying number of work experiences for three of 34 tasks 
classified as maintenance. Table XXII reveals significant differences 
between Extension staff members with varying number of work experiences 
at the .OS level or less for one of 23 tasks classified as managerial. 
Hypothesis 4 was accepted for 86 of the task.items and was not 
accepted for seven task items which met the criterion for significance. 
TABLE XX 
DIFFERENCES OF PERCEIVED VOLUNTEER EDUCATIONAL 
TASKS AMONG EXTENSION STAFF BY NUMBER OF 




Degree of Probability 
Freedom 
Educational Tasks 
Plan local 4-H club program , 5. 572 
Represent 4-H with civic 
groups 17.409 
Suggest new 4-H programs 
or projects 9.414 
Create new visual materials 9.628 
Develop mass media programs 8.181 
Serve as county project 
leaders 13.076 
Serve as teachers to train 
other volunteers in spe-
cialty areas 19.108 
Teach subject matter 20.981 
Organize tours 11.753 
Coach judging teams 18.864 
Teach club officer training 21.904 
Motivate 4-H members 5.380 
Introduce new project and 
activities 20.912 
Teach crafts 16.422 
Serve as a resource person 13.352 
Make samples of projects 
to show 14.143 
Attend project training 
sessions 8.906 





































DIFFERENCES OF PERCEIVED VOLUNTEER MAINTENANCE 
TASKS AMONG EXTENSION STAFF BY NUMBER OF 




Degree of Probability 
Freedom 
Maintenance Tasks 
Contact potential 4-H 
leaders 
Recruit 4-H members 
Represent 4-H with county 
fair boards 
Recruit volunteers 
Promote 4-H awards 
Conduct tours 
Conduct surveys 
Recruit project leaders 
Work with parents 
Serve on 4-H council 
Assist with fair entry 
Assist with club enroll-
ment 
Provide transportation 
Support new 4-H club 
Make visuals 
Give recognition 
Locate meeting places 
Plan leader coffee 
Secure meeting places 
Tag livestock 
Organize clubs 
Serve as camp counselor 
Lead recreation 











































































TABLE XXI (Continued) 
Tasks Chi-Square Degree of Probability 
Value Freedom 
Maintenance Tasks 
Take exhibits to fair 14.420 
Serve on telephone committee 16.315 
Present awards and recrea-
tion 16.814 
Clean county fairgrounds 21.567 
Help build floats and booths 17.434 
Make signs 11.511 
Write newsletter 22.120 
Tabulate judging results 15.526 
Fill club literature orders 20.360 
Sponsor awards 10.708 












DIFFERENCES OF PERCEIVED VOLUNTEER MANAGERIAL 
TASKS AMONG EXTENSION STAFF BY NUMBER 
OF EXTENSION POSITIONS HELD 
Tasks Chi-Square Degree of 
Value Freedom 
Managerial Tasks 
Set rules for county events 2.595 12 
Evaluate 4-H programs 12.959 12 
Serve as activity chair-
persons 10.233 12 
Initiate 4-H publicity 9.139 12 


















TABLE XXII (Continued) 
Tasks 
Mana,gerial Tasks (Cont.) 
Serve'on inter-agency 
committees 
Set county goals 
Evaluate extension staff 
Appoint committees 
Organize money making 
activities 




Recommend major purchases 
Select fair superintendents 
Represent 4-H with school 
admini st rat ors 
Inform other leaders 




Supervise food stand 
Serve as activity coordin-
ator 























asignificant at the .OS or lower level. 








































The hypothesis was not accepted on the basis of significant dif-
ferences in the task perceptions between staff members with varying 
number of work experiences for seven of the tasks. 
The data were also analyzed by comparing the arithmetic mean of 
the four categories for each task. Tables XXIII, XXIV, and XXV show 
data relative to this hypothesis. The mean responses for the 93 
task items ranged from a low of 2.16 for maintenance task to a high 
of 4.58 for a managerial task. 
The mean scores of Extension staff having held four different 
Extension positions were higher than the mean scores for those having 
held less than four positions for all task categories. Those having 
held two positions were the second highest mean scores for all task 
categories while those having held three positions were third for all 
task categories. The lowest mean scores for each task category were 
scored by those working in only one position. 
There was less variance in mean scores for tasks classified as 
educational and the greatest variance for those tasks classified as 
maintenance. 
Hypothesis 5: There will be no significant differences in the 
attitudes of county, district, and state staff regarding the tasks 
of adult 4-H volunteer leaders. 
Hypothesis 5 was tested using the chi-square to analyze the rat-
ing scale response of Extension staff positions. Table XXVI reveals 
significant differences between county, district, and state staff at 
the .OS level or lower for two of 17 tasks classified as educational. 
Table XVII reveals significant differences between county, district, 
TABLE XXIII 
MEAN SCORES COMPARING EDUCATIONAL TASKS OF ADULT 
4-H VOLUNTEER LEADERS AS ASSESSED BY EX-
TENSION STAFF ACCORDING TO NUMBEROF 
EXTENSION POSITIONS 
Tasks One Two Three 
Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation 
Educational Tasks 
Plan local club program 4.30 0.76 4.44 0.57 4.37 0.68 
Represent 4-H with civic 
groups 3.87 0.79 3.97 o. 77 3.86 0. 53 
Suggest new 4-H programs 
or projects 4.36 0.51 4.40 0.71 4.24 o,. 59 
Create new visual materials 3.27 0.85 3.49 0.92 3.37 0.92 
Develop mass media programs 3.31 0.99 3.18 1.04 3.18 0.96 
Serve as county project 
leaders 4.45 0.53 4.33 0.85 4.29 0.61 
Serve as teachers to train 
other volunteers in spe-
cialty areas ·4.39 0.65 4_.12 0.82 4.13 0.53 
Teach subject matter 3.98 0.61 4.09 0.68 3.83 o. 83 
Organize tours 4.07 0.58 4.12 0.67 4.05 0.52 
Coach judging teams 3.87 0. 71 4.08 0.86 3. 97 0.64 














3.95 0.99 tn \0 
TABLE XXIII (Continued) 
Tasks One Two 
Standard Standard 
Mean Deviation Mean Deviation 
Educational Tasks (Cont.) 
Motivate 4-H members 4.45 0.50 4.38 0.65 
Introduce new projects 
and activities 3.90 0.79 4.20 0.66 
Teach crafts 4.04 0.64 4.12 0.65 
Serve as a resource person 4.21 0.59 4.24 0.65 
Make samples of projects to 
show 3.87 0.74 4.10 0.68 
Attend project training 






3,97 0. 72 















MEAN SCORES COMPARING MAINTENfu~CE TASKS OF ADULT 
4-H VOLUNTEER LEADERS AS ASSESSED BY EXTENSION 
STAFF ACCORDING TO NUMBER OF EXTENSION 
POSITIONS 
Tasks One Two Three 
Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation 
Maintenance Tasks 
Contact potential 4-H leaders 4.22 0.52 4.12 o. 77 4.24 0.49 
Recruit 4-H members 4. 34 0.54 4.38 0.63 4.48 0.50 
Represent 4-H with county 
fair boards 3.05 0.88 3.91 0.78 3.62 0.89 
Recruit volunteers 4.29 0.60 4.24 0.76 4.08 0.64 
Promote 4-H awards 4.21 0.62 4.22 0.62 4.13 0.34 
Conduct tours 4.06 0.65 4.10 0.70 4.08 0.54 
Conduct surveys 3.30 0.89 3.58 0.95 2.16 1.04 
Recruit project leaders 4. 33 0.56 4.26 0.64 4.18 0.46 
Work with parents 4.43 0.52 4.37 0.63 4.35 0.48 
Serve on 4-H council 4.27 0.73 4.46 0.66 4.29 0.46 
Assist with fair entry 4.30 0.70 4.26 0.75 4.08 0.59 
Assist with club enrollment 4.46 0.53 4.51 0.66 4.29 0.46 
Provide transportation 4.13 0.65 4.24 0.81 3.89 0.87 
Support new 4-H club 4.40 0.52 4.42 0.66 4.16 0.37 





















TABLE XXIV (Continued) 
Tasks One Two Three Four 
Standard Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation Mean Deviation 
Maintenance Tasks (Cant. ) 
Give recognition 4.19 0.56 4.28 0.70 4.18 0.46 4.37 0.49 
Locate meeting places 4.24 0.58 4.26 0.66 4.18 0.39 4.50 0.51 
Plan leader coffee 3.89 0.78 3.94 0.85 3.75 0.83 4.16 0.63 
Secure meet~ng place 4.21 0.64 4.24 0.63 4.00 0.66 4.33 0.63 
Tag livestock 3.56 0.84 3.81 0.96 3. 72 0.81 3.83 1.12 
Organize clubs 4.01 0.75 4.22 0.64 4.05 o. 71 4.37 0.49 
Serve as camp counselor 3.89 0.79 4.17 0. 72 3.91 0.72 4.37 0.57 
Lead recreation 3.45 1.09 3.89 0.99 3.78 0.88 4.00 1.17 
Sponsor junior leader group 4.09 0.49 4.22 0.60 4.10 0.45 4. 20 0.50 
Take exhibits to fair 3.77 0.89 4.00 0.82 3. 72 o. 93 4.20 0. 72 
Serve on telephone committee 3.84 0.70 3.97 0.82 . 3. 94 0.70 4.291 0.62 
Present awards and recognition 4.09 0.72 4.26 0.64 4.29 0.51 4.54 0.50 
Clean county fairgrounds 3.03 1.17 2.84 1. 36 2.27 1.12 2.78 1.62 
Help build floats and booths 3. 71 0.83 4.08 o. 71 3.67 0.85 3.91 o. 77 
Make signs 3.78 0.79 3.97 0.80 3.78 0.82 3.91 0. 77 
Write newsletter 2.62 0.98 2.98 1.14 2.72 0.93 3.29 1.19 
Tabulate judging results 3.86 0.86 3.90 1. 02 3,80 0.82 4.26 0.61 
Fill club literature order 3.31 1.06 3.76 0.99 3.16 1.23 3.58 1.24 




MEAN SCORES COMPARING MANAGERIAL TASKS OF ADULT 
4-H VOLUNT~ER LEADERS AS ASSESSED BY EX-
TENSION STAFF ACCORDING TO NUMBER OF 
EXTENSION POSITIONS 
Tasks One Two Three 
Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation 
Managerial Tasks 
Set rules for county events 3.83 0.92 3.92 0.83 3.70 0.93 
Evaluate 4-H programs 4.12 0.59 4.20 0.73 4.00 0.84 
Serve as activity chairper-
sons 4.24 0.60 4.18 D.78 4.16 0.60 
Initiate 4-H publicity 3.78 0.83 3.88 0.85 3.70 0. 77 
Make award selections 3.51 0.97 3.67 0.99 3.56 1.11 
Serve on inter-agency com-
mittees 3.80 0.66 3.90 0.87 3.59 0.79 
Set county goals 4. 01 0.69 4.01 0.80 3.75 1.01 
Evaluate extension staff 3.10 1.16 3.17 1. 20 2.89 1.10 
Appoint committees 3.69 0.94 3.59 1. 05 3.54 0.80 
Organize money making acti v-
ities 4. 04 0.68 4.08 0.67 3.83 0.60 
Serve as advisors to ext en-
sion staff 4.04 0.84 4.16 0.90 4.29 0.66 












3.79 0. 77 
4.08 0.58 
4. 37 0.49 
2.54 0.97 0\ ~ 
TABLE XXV (Continued) 
Tasks One Two Three Four 
Standard Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation Mean Deviation 
Managerial Tasks (Cont.) -:::... 
Justify budgets 2.96 1.17 3.48 1.24 2.94 1.17 3.04 1.16 I 
Recommend major purchases 3.21 0.92 3.36 1. 03 2.75 1.10 3.30 1. 06 
Select fair superintendents 3.07 1. 07 3.34 1. 21 2.91 1. 06 2.95 1.08 
Represent 4-H with school 
administration 3.83 0.91 3.98 0.83 4.00 0.70 4.12 0.79 
Inform other leaders 4.31 0.58 4.20 0.69 4.18 0.39 4.45 0.50 
Serve as county fair super-
intendent 3.92 1. OS 4.12 0.88 3.91 0.68 3.91 1.13 
Contact minorities regard-
ing membership 4.07 0.58 4.29 0.76 4.02 0.65 4.26 0.61 
Supervise food stand 3.98 0.69 4.16 0.75 3.72 0.93 4.33 0.91 
Serve as activity coordinator 3.98 0.64 4.14 0.67 4.22 0.48 4.33 0.70 
Utilize junior leaders 4.37 0.48 4.45 0.64 4.37 0.54 4.58 o.so 
Chaperone out-of-state trips 4.13 0.74 4.21 0.74 4.08 0.69 4.21 0.62 
TABLE XXVI 
DIFFERENCES OF PERCEIVED VOLUNTEER EDUCATIONAL 




Plan 4-H club program 
Represent 4-H with civic 
groups 
Suggest new 4-H programs 
or projects 
Create new visual materials 
Develop mass media programs 
Serve as county project 
leaders 
Serve as teachers to train 
other volunteers in spe-
cialty areas 
Teach subject matter 
Organize tours 
Coach judging teams 
Teach club officer train-
ing 
Motivate 4-H members 
Introduce new project and 
activities 
Teach crafts 
Serve as a resource person 
Make samples of projects 
to show 





























































DIFFERENCES OF PERCEIVED VOLUNTEER MAINTENANCE 






Recruit 4-H members 
Represent 4-H with county 
fair boards 
Recruit volunteers 
Promote 4.-H awards 
Conduct tours 
Conduct surveys 
Recruit project leaders 
Work with parents 
Serve on 4-H council 
Assist with fair entry 
Assist with club enrollment 
Provide transportation 
Support new 4-H club 
Make visuals 
Give recognition 
Locate meeting places 
Plan leader coffee 
Secure meeting places 
Tag livestock 
Organize clubs 
Serve as camp counselor 
Lead recreation 
Sponsor junior leader group 
Take exhibits to fair 
Serve on telephone committee 
Chi-Square 
Value 



















































































TABLE XXVII (Continued) 
Tasks Chi-Square Degree of Probability 
Value Freedom 
Maintenance Tasks (Cont.) 
Present awards and recogni-
tion 33.682. 16 0.0060a 
Clean county fairgrounds 21.245 16 0.1693 
Help build floats and booths 47.170 16 0.0001b 
Make signs 42.474 16 0.0003b 
Write newsletter 32.943 16 0.0075a 
Tabulate judging results 16.851 16 0.3953 
Fill club literature order 24.028 16 0.0889 
Sponsor awards 10.205 16 0.8557 
aSignificant at the • 05 or lower level . 
bSignificant at the .001 or lower level. 
and state staff at the .OS level for six of 34 tasks classified as 
maintenance. Three maintenance tasks showed a significant difference 
at the .001 level or less. Table XXVIII reveals significant differ-
ences at the .05 level for county, district, and state staff for four 
of the 23 managerial tasks. Two managerial tasks showed significant 
differences at the .001 level or less. 
The hypothesis was rejected on the basis of significant differ-
ences in task perception between county, district, and state staff 
for 17 tasks. The data were also analyzed by comparing the arithme-
tic mean of county, district, and state staff for each task. Tables 
XXIX, XXX, and XXXI show data relative to this hypothesis. The mean 
TABLE XXVI II . 
DIFFERENCES OF PERCEIVED VOLUNTEER MANAGERIAL 




Set rules for county events 
Evaluate 4-H programs 
Serve as activity chairpersons 
Initiate 4-H publicity 
Make award selections 
Serve on inter-agency com-
mittees 
Set county goals 
Evaluate extension staff 
Appoint committees 
Organize money making activ-
ities 




Recommend major purchases 
Select fair superintendents 
Represent 4-H with school 
administrators 
Inform other leaders 




Supervise food stand 
Serve as activity coordinator 
Utilize junior leaders 


























asignificant at the .OS or lower level. 




















































MEAN SCORES COMPARING EDUCATIONAL TASKS OF ADULT 
4-H VOLUNTEER LEADERS AS ASSESSED BY COUNTY, 
DISTRICT, AND STATE EXTENSION 
STAFF MEMBERS 
Tasks District Directors 
District and District Home 
State 4-H Staff 4-H Staff Economists 
Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation 
Educational Tasks 
Plan local club program 4.50 0.54 4.80 0.44 4.25 1. 03 
Represent 4-H with civic 
groups 4.50 0.54 4.00 0.00 4.25 0.46 
Suggest new 4-H programs 
or projects 4.50 0.54 4.40 0.54 4.62 0.51 
Create new visual materials 4.16 0.75 3.60 0.89 4.25 0.70 
Develop mass media programs 3.83 1.16 3.20 1. 09 3,50 1.19 
Serve as county project 
leaders 4.66 0.51 4.80 0.44 4.75 0.46 
Serve as teachers to train 
other volunteers in spe-
cialty areas 4.50 0.54 4.40 0.54 3.85 1.46 
Teach subject matter 4.50 0.54 3.80 0.44 4.37 0.74 




4. 34 0.70 
3.88 0.75 
4. 35 0.61 
3.36 0.88 
3.24 0.96 
4. 34 0.71 





TABLE XXIX (Continued) 
Tasks District Directors 
District and District Hbme 
State 4-H Staff 4-H Staff Economists County Staff 
Standard Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation Mean Deviation 
Educational Tasks (Cont.) 
Coach judging teams 4.50 0.54 4.60 0.54 4. 37 1.06 3.97 0.76 
Teach club officer training 4.33 0.51 4.20 0.83 4.37 0.74 3.78 0.87 
Motivate 4-H members 4.83 0.40 4.80 0.44 5.00 o.oo 4. 39 0.56 
Introduce new projects and 
activities 4.50 0.54 4.40 0.54 4.50 0.75 4.06 0.68 
Teach crafts 4.33 0.51 4.40 0.54 4.50 0.75 4.04 0.66 
Serve as a resource person 4.66 0.51 4.40 0.54 4.75 0.46 4.19 0. 61 
Make samples of projects to 
show 4.50 0.54 4.00 0.70 4.25 0.88 3.97 0.73 
Attend project training 





MEAN SCORES COMPARING MAINTENANCE TASKS OF ADULT 
4-H VOLUNTEER LEADERS AS ASSESSED BY COUNTY, 
DISTRICT, AND STATE EXTENSION STAFF. 
MEMBERS 
District Directors 
District and District Home 
State 4-H Staff 4-H Staff Economists 
Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation 
Contact potential 4-H leaders 4.50 0.54 4.20 0.44 4.37 0.74 
Recruit 4-H members 4.66 0.51 4.40 0.54 . 4.62 0.51 
Represent 4-H with county 
fair boards 3.83 1.16 4.20 0.44 3.50 1.19 
Recruit volunteers 4.50 0.54 4.40 0.54 4.62 0.51 
Promote 4-H awards 4.50 0.54 3.80 0.44 4.62 0.51 
Conduct tours 4. 33 0.51 4.20 0.44 4.62 0.51 
Conduct surveys 4.00 1.09 3.20 0.83 3. 75 0.88 
Recruit project leaders 4.50 0.54 4.00 o.oo 4.37 1. 06 
Work with paTents 4.66 0.51 4.20 0.44 4.75 0.46 
Serve on 4-H council 4.83 0.40 4.40 0.54 4.87 0.35 
Assist with fair entry 4.33 0.51 4.00 1. 22 4.62 0.51 
Assist with club enrollment 4.66 0.51 5.00 o.oo 4.87 0.35 
Provide transportation 4.50 0.54 4.00 1.22 4.62 0.51 
Support new 4-H club 4.50 0.54 4.40 0.89 4.75 0.46 



















3.52 0.85 1-' 
TABLE XXX (Continued) 
Tasks District Directors 
District and District Home 
State 4-H Staff 4-H Staff Economists Cotmty Staff 
Standard Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation Mean Deviation 
Maintenance Tasks (Cant.) 
Give recognition 4.83 0.40 4.20 0.44 4.87 0.35 4.20 0.58 
Locate meeting places 4.50 0.54 4.20 0.44 4.87 0.35 4.24 0.58 " 
Plan leader coffee 4.33 0.51 3.80 1.09 4.37 0.74 3.89 0.80 
Secure meeting places 4.33 0.51 4.20 0.44 4.62 0.51 4.17 0.65 
Tag livestock 4.00 1. 09 4.00 0.70 4.50 0.75 3.67 0.92 
Organize clubs 4.66 0.51 4.60 0.54 4.37 0.74 4.11 0.68 
Serve as camp counselor 4.16 0.75 4.40 0.54 4.75 0.46 4.02 0.74 
Lead recreation 4.16 1.16 4.40 0.54 4.75 0.46 3.67 1. 04 
Sponsor junior leader group 4.50 0.54 4.40 0.54 4.50 0.53 4.13 0.52 
Take exhibits to fair 4.33 0.51 4.40 0.54 4.62 0.51 3.84 0.87 
Serve on telephone committee 4.16 1.16 4.00 1.22 4.50 0.53 3.94 0.72 
Present awards and recognition 4. 83 0.40 4.60 0.54 4.75 0.46 4.20 0.64 
Clean county fairgrounds 3.33 1. 36 3.00 1.58 4.00 1.19 2.74 1.30 
Help build floats and booths 3.83 1.16 4.20 0.44 4.50 0.75 3.83 0.79 
Make signs 3.83 l.o6 3.80 1.09 4.50 0.53 3.85 0.78 
Write newsletter 3.66 1. 21 3.20 0.83 3.87 1.45 2.79 1.04 
Tabulate judging results 4.00 1. 09 4.20 0.44 4.50 0.75 3.88 0.90 
Fill club literature order 3.66 1. 21 4.20 0.44 4.25 0.88 3. 43 1.12 




MEAN SCORES COMPARING MANAGERIAL TASKS OF ADULT 
4-H VOLUNTEER LEADERS AS ASSESSED BY COUNTY, 
DISTRICT, AND STATE EXTENSION STAFF 
MEMBERS . 
Tasks District Directors 
District and District Home 
State 4-H Staff 4-H Staff Economists 
Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation 
Managerial Tasks 
Set rules for county events 4.33 0.51 4.00 0.00 3.87 0.99 
Evaluate 4-H programs 4.66 0.51 4.20 0.44 4. 37 1.06 
Serve as activity chairpersons 4.33 0.51 4.40 0.54 4.37 0.74 
Initiate 4-H publicity 4.16 0.75 4.00 0.00 3.87 0.99 
Make award selections 4.o6 0.75 4.40 0.54 3.50 1.19 
Serve on inter-agency com-
mittees 3.83 1.16 3.80 0.44 4.12 0.83 
Set county goals 4.00 1.09 4.20 0.44 4.00 0.92 
Evaluate extension staff 3.33 1. 36 3.40 0.54 2.12 1. 35 
Appoint committees 4.16 0.75 3.80 0.44 3.50 1.19 
Organize money making activ-
ities 4.16 0.75 4.00 0.70 4.37 0.74 
Serve as advisors to exten-














4.14 0.82 --._] 
(.N 
TABLE XXXI (Continued) 
Tasks District Directors 
District and District Home 
State 4-H Staff 4-H Staff Economists County Staff 
Standard Standard Standard Standard 
Mean Deviation Mean Deviation Mean Deviation Mean Deviation 
Managerial Tasks (Cont.) 
Recommend staffing 3.66 1. 36 3.20 0.83 2.37 1. 30 2.69 1. 04 
Justify budgets 3.66 1. 36 3. 80 0.44 3.37 1.40 3.11 1.22 
Recommend major purchases 3.83 l.o6 3.40 0.54 3.25 0.83 3.16 1. 01 
Select fair superintendents 4.00 0.89 3.80 0.44 3.25 1.16 3.07 1.12 
Represent 4-H with school 
administration 4.50 0.54 4.00 0.70 3.87 1.12 3.92 0.83 
Inform other leaders 4.50 0.54 3.80 1.09 4.25 0.88 4. 26 0.56 
Serve as county fair super-
intendents 4.33 0.51 4.00 1.22 4.50 0.75 3.96 0.94 
Contact minorities regard-
ing membership 4.66 0.51 4.00 o.oo 4.87 0.35 4.12 0.68 
Supervise food stand 4.00 1. 09 4.20 0.83 4.62 0.51 4.02 0.80 
Serve as activity coordinator 4.66 0.51 4.40 0.54 4.37 0.74 4.09 0.63 
Utilize junior leaders 4.83 0.40 4.40 0.54 4.75 0.46 4.40 0.56 
Chaperone out-of-state trips 4.50 0.54 4.20 0.44 4.50 0.53 4.15 0.73 
responses for the 93 task items ranged from a low of 2.12 for a man-
agerial task to a high of 4.87 for a maintenance task. 
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The mean scores of state 4-H staff members were higher for edu-
cational and managerial tasks than the mean scores of district or 
county staff members. State 4-H staff mean scores were the second 
highest for maintenance tasks. District 4-H staff held the second 
highest mean scores for managerial tasks and third highest mean scores 
for educational and maintenance tasks. District Directors and District 
Home Economists held the highest mean scores for maintenance tasks, 
the second highest for educational tasks, and the third highest for 
managerial tasks. The mean scores for county extension staff were the 
lowest for all task categories. There was less variance in mean scores 
for tasks classified as educational and the greatest variance for those 
tasks classified as maintenance. 
CHAPTER V 
CONCLUSIONS AND RECOMMENDATIONS 
Introduction 
The purpose of this study was to gain insight regarding the atti-
tudes of Oklahoma Extension staff toward tasks of adult 4-H volunteer 
leaders. The specific objectives included: to identify attitudes of 
county Extension staff, district, and state 4-H staff regarding tasks 
performed by volunteer leaders; to compare the attitudes of county 
Extension staff, district) and state 4-H staff in regard to tasks of 
volunteer adult 4-H leaders; to identify differences in the attitudes 
of county, district, and state 4-H staff regarding the tasks of volun-
teer adult 4-H leaders; to compare the attitudes of county Extension 
staff with different personal characteristics regarding the tasks of 
volunteer adult 4-H leaders; and to make recommendations regarding 
future training emphasis for county, district, and state Extension 
staff members. 
The research method was descriptive survey. The research involved 
the use of a Likert-type rating scale and a checklist. The instru-
ments were developed by the research to reflect the philosophy of Ok-
lahoma 4-H in Century III. The questionnaire was completed and data 
analyzed from 211 county staff members, 15 district staff members, 
and seven state 4-H staff members. Analysis of the data was primarily 
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by the chi-square statistic to test for statistical significance, fre-
quency count and percentage, and the arithmetic mean. Chi-square 
values were considered significant at the .OS or lower level. A mean 
score of five was the highest possible and indicated strong agreement 
with the statements. 
Relationships were analyzed among the following variables: Exten-
sion district, Extension staff tenure, bachelor degree area, number of 
Extension work experiences, and Extension staff area of responsibility. 
Summary of Major Findings 
The study compared the samples' perceptions regarding 93 volun-
teer leader tasks. Each task was rated on a five-point scale accord-
ing to the degree the subject felt was appropriate for the adult 4-H 
volunteer. A rating of five indicated strong agreement. 
The 93 tasks were classified as educational, maintenance, or man-
agerial by a panel of experts. The classification was done as a means 
of structuring the research and also to determine if attitudes varied 
regarding the three types of tasks. 
Significant differences occurred for some tasks when analyzed by 
each of the variables. Therefore, each of the five hypotheses was in 
part not accepted. In all cases there were more maintenance tasks 
showing significant differences than educational tasks or managerial 
tasks when chi-squares were analyzed. When the arithmetic mean scores 
were analyzed there was less variance for educational tasks and more 
variance for maintenance tasks for each variable. 
When chi-square values were tabulated by district, the county 
Extension professionals expressed significantly different attitudes 
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toward one educational task, five maintenance tasks, and five managerial 
tasks. When the mean scores were tabulated, Extension staff in the 
Northeast district were higher than the mean scores for the other dis-
tricts for each category of tasks. The Northwest district had the low-
est mean scores of all districts for each task category. 
When the 93 tasks were analyzed by tenure, significant differences 
occurred for three educational tasks, five maintenance tasks, and three 
managerial tasks. The mean responses for those having worked three 
years to less than five years were higher for all task categories than 
those of any other tenure classification. The lowest mean scores were 
recorded by those staff members who have worked 25 years or more. 
When the 93 tasks were analyzed by bachelor degree area, signifi-
cant differences occurred for six maintenance tasks and two managerial 
tasks. The mean scores of Extension staff with bachelor degrees in 
Home Economics were higher than the mean scores for staff with degrees 
in agriculture or other fields for each category of tasks. Those staff 
members with degrees in other fields had the lowest mean scores for all 
three categories of tasks. 
The chi-square was used to analyze the rating scale responses of 
Extension staff who have held varying numbers of Extension staff posi-
tions. Significant differences occurred for three educational tasks, 
three maintenance, and one managerial task. The mean scores of Exten-
sion staff having held four different Extension positions were higher 
than the mean scores for those having held less than four positions, 
for all task categories. The lowest mean scores for each task category 
were scored by those working irt only one position. 
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When chi-squares were tabulated comparing county Extension staff, 
district 4-H and administrative staff, and state 4-H staff significant 
differences were found for two educational tasks, nine maintenance 
tasks, and two managerial tasks. The mean scores for state 4-H staff 
members were higher for education and managerial tasks than for other 
groups. County Extension staff had the lowest mean scores for all 
task categories. 
The final objective of this study was to make recommendations for 
future in-service training emphasis for county, district, and state 
Extension staff members. These recommendations are made as a result 
of the examination of the literature in relation to the findings of 
this study. 
Conclusions and Recommendations 
The following recommendations should be considered as potential 
methods and systems for improving Oklahoma 4-H staff training. The 
recommendations are directed to the Oklahoma Cooperative Extension 
Administration, state and district 4-H staff, county Extension pro-
fessionals, and other interested professionals and volunteers. These 
recommendations ane based on the results of the study and the related 
literature. 
1. The attitudes regarding tasks of volunteer leaders varied 
among districts. Therefore, it seems appropriate that 
greater effort be made to provide guidance for the districts 
and that in-service training efforts for districts be coor-
dinated. The author assumes that it is desirable for 
districts to exhibit similar attitudes which mirror Okla-
homa 4-H for Century III. 
2. The fact that lower mean scores were recorded by those with 
25 or more years of service seems to indicate that it may 
be difficult to change attitudes regarding volunteer leader 
tasks once a pattern of operation has been established. 
3. The highest mean scores of any tenure classification were 
recorded by those who have worked three years to less than 
five. One possible explanation for this group having 
higher scores than those who have worked less than three 
years is that in-service training regarding Oklahoma 4-H 
for Century III was conducted three years ago. Therefore, 
those who have worked less than three years would not have 
attended these meetings where task delegation to volunteer 
leaders was explored. It is the author's recommendation 
that follow-up training sessions be held or as a minimal 
effort that the training sessions be repeated for staff who 
,have not previously attended. 
4. The mean scores of those with bachelor degrees in areas 
other than Home Economics and Agriculture were lower for 
all task areas~ This indicates these staff members are 
less willing to delegate tasks to volunteer than Home Eco-
nomics or Agriculture majors. There were also differences 
in mean scores between Home Economics and Agriculture ma-
jors. The recommendation is that volunteer leader task 
delegation be included in new worker orientation sessions. 
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s. The mean scores for county Extension staff were lower than 
the mean scores for district staff and state 4-H staff. 
This seems to indicate that the task delegation philosophy 
of Oklahoma 4-H for Century III has been accepted by pro-
gram specialists both at the district and state level and 
the district administrative staff. However, county staff 
who have the opportunity and responsibility of implement-
ing this philosophy acceptance seems less positive. The 
recommendation here is two-fold: First, additional train-
ing to insure understanding of the philosophy; and second, 
further investigation to determine reasons for lack of 
acceptance. 
6. The following suggestions are offered for future research 
as a result of this investigation. 
A. Similar research should be conducted using different 
populations, such as 4-H organizational leaders, 4-H 
project leaders, tenured 4-H leaders, and beginning 
4-H leaders. 
B. Similar research should be conducted utilizing inde-
pendent variables other than the ones used in this 
study; for example, number of adult 4-H volunteers in 
the program, size of the 4-H program, rural and/or 
urban. 
C. Additional research needs to be conducted in an effort 
to identify those tasks critical to the success of an r . 
adult 4-H volunteer leader. 
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This study was an initial effort to categorize the tasks of 4-H 
volunteer leaders and attitudes toward them. However, further re-
search is needed in specific areas to provide a firm foundation for 
effective programming with volunteers in the future. Further research 
could provide an understanding for the relationships between volunteer 
ta,sk perceptions and Extension staff. 
REFERENCES 
Anderson, K. H. The evolution of 4-H. National 4-H News, 1977, 55 
(6)' 14-18. 
Benedetti, S. K., Cox, R. C., and Phelps, H. F. 4-H- responding to 
needs. In C. A. Vines and M. A. Anderson (Eds.), Heritage 
Horizons-Extension's Commitment to People. Madison: Journal of 
Extension, 1976. 
Boyce, V. M. A Systematic Approach to Leadership Development. Wash-
ington, D.C.: U.S. Department of Agriculture, Extension Service, 
1971. 
Boyle, P. G. and Douglah, M. A. Who will serve as youth leaders? 
Journal of Extension, 1974, i• 151-164. 
Cooperative Extension Service, Oklahoma 4-H for Century III. Oklahoma 
State University Cooperative Extension Service Bulletin No. 4-H 
YD 3304 550, 1976. 
Extension Committee on Organization and Policy (ECOP). 4-H in Century 
III. Circa 1976. (Available from Norman A. Brown, Director; 
4-H-Youth Programs; 175 S. Anthony; Michigan State University; 
East Lansing, Michigan.) 
Gilliland, B. Spotlight on 4-H in Century III. National 4-H News, 
1977, §_, 27-28. 
Heckel, M. C. Leader development through planning. Journal of Coop-
erative Extension, 1965, ~' 87-94. 
Kramer, L. I., Jr. Recruiting volunteers. The Christian Ministry, 
May, 1974. 
Kruse, S. K. Attitudes of selected cooperative extension staff 
towards state 4-H program committees in Oklahoma. Unpublished 
master's thesis, Oklahoma State University, 1977. 
Mullins, William B. Some program problems of the National Center for 
Voluntary Action. Presented at the American Sociological Associ-
ation Convention, Washington, D.C., 1970. 
Northrop, James C. Operation makes a difference in Florida. Florida 
Extension Newsletter, November, 1975, 2-3. 
83 
84 
Scheier, Ivan H. Using Volunteers in Court Settings. (U.S. Dept. 
of Health, Education, and Welfare, PA No. 477), Washington, D.C.: 
U.S. Government Printing Office, 1960. 
Schindler-Rainman, E. and Lippitt, R. The Volunteer Community, Crea-
tive Use of Human Resources. Fairfax, Virginia: NTL Learning 
Resources Corporation, 1975. 
Shaw, M. E. and Wright, 0. M. Scales for the Measurement of Attitude. 
New York: McGraw-Hill Book Co., 1967. 
Tyler, R. W. The role of the volunteer. Journal of Cooperative Ex-
tension, 1966, !• 153-162. 
Van Dersal, W. The Successful Supervisor. New York: Harper and Row, 
1964. 
Vandeberg, G. L. Guidelines to planning. Journal of Cooperative Ex-
tension, 1965, l• 77-86. 
Weaver, E. R. Contributing factors to 4-H volunteer leaders retention 
in Cowley County, Kansas. Unpublished master's thesis, Colorado 
State University, 1975. 
Wilson, M. The Effective Management of Volunteer Programs. Boulder: 




EXTENSION STAFF QUESTIONNAIRE 
86 
COOPERATIVE EXTENSION SERVICE 
OKLAHOMA STATE UNIVERSITY OIVISION OF AGRICULTURE 
4-H AND YOUTH DEVELOPMENT PROGRAMS STILLWATER, OKLAHOMA 74074 
1978 
TO: Extension Staff 
RE: Response requested by October 10; Return to: Shirley Welch 
Hastings, 448 Ag. Hall, OSU, Stillwater, Oklahoma 74074. 
Dear Co-Workers: 
As you are aware, Oklahoma 4-H for Century III was introduced 
about two years ago. As one method of determining the impact and 
acceptance of Oklahoma 4-H for Century III, Shirley Hastings is 
doing a study to determine the attitudes of Extension personnel re-
garding volunteer leader tasks. 
This study will be used to h~lp determine training priorities 
as well as help guide future implementation of the Century III 
guidelines. We need your help. Shirley has our approval and sup-
port for this study. Please send you completed questionnaire by 
October 10. 
All responses will be confidential. All data will be computed 
by Districts. No data will be computed by county or individuals. 
Your prompt attention to this matter is critical to the study. 
Please use the enclosed envelope to mail your response today. 
Thank you for your support and assistance. 
WFT:vd 
Enclosures - Questionnaire 
Return Envelope 
Sincerely, 
William F. Taggert 
Associate Director 
Cooperative Extension Service 
WORK IN AGRICULTURE, 4-H, HOME ~~CONDMICii ANO RELATED FIELD. 
USDA- OSU AND COUNTY COMMISOSIONERS COOPf:RATING 
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County Extension rrofessionals --- -----\4) 
NAME (Option a 1) 
4-H VOLUNTEER LEADER TASKS SURVEY 
This questionnaire is designed to provide you with an opportunity to express the tasks 
you perceive 4-H leaders in your county should have. Your input will be used to design district in-
service training sessions for Professional Extension Staff. 
Section I - Directions: Personal information is needed about you. Select the number (1-8) 
that best answers the question and write it in the space to the left 
of the question number. 
6. What is your present age? 
1. 25 years or younger 5. 41-45 
2. 26-30 6. 46-50 
3. 31-35 7. 51-55 
4. 36-40 8. 56 years or older 
7. What is your sex? 
1. Male 
2. Female 
8. What is your bachelor's degree a rea? 
1. Home Economics 
2. Agriculture 
3. Other, Specify ______ , 
9. What is your educational status? 
1. Bachelor's degree 
2. Bachelor's degree with some graduate work 
3. Master's degree 
4. Master's degree with some graduate work 
5; Doc to ra 1 degree 
6. Doctoral degree with some graduate work 
7. Other, Specify _________ ~ 
10. How many years have you worked in a professional county extension position? 
1. 1 month to less than 1 year 5. 8 years to less than 15 years 
2. 1 year to less than 3 years 6. 15 years to less than 25 years 
3. 3 years to less than 5 years 7. 25 years or more 
4. 5 years to 1 es s than 8 years 
11. In what extension district do you work? 
1. Northwest 4. tlortheast 
2. Southwest 5. Southeast 
3. Central 6. Other _______ _ 
12. What is your area of responsibility in your current position? 
~ .. 4-H t. 4-11 and Home Economics 
2. Home Economics 5. 4-H and Agriculture 
3. Agriculture 6. Other, specify 
13. What is your title? 
1. County Extension Director 4. County Extension Agent, Agriculture 
2. County Extension Agent 5. County Extension Home Economist-4-H 
3. County Extension Home Economist 6. Other, specify 
14. In how many different county extension positions have you worked? 
1. One 4. Four 
2. Two 5. Five 
3. Three 6. Five or more 
89 
Section II - Directions: Each item is a statement about utilizing 4-H volunteers with which 
you may or may not agree. Please read each statement carefully and 
circle the number which best describes your feelings about the 
statement. 
Strongly Disagree SD Circle 1 
Disagree D Circle 2 
Uncertain u Circle 3 
Agree A Circle 4 
Strongly Agree SA Circle 5 
The 4-H Volunteer Leader Should: SD D u A SA 
20. Plan local 4-H club programs 2 3 4 5 
21. Contact potential 4-H leaders 2 3 4 5 
22. Recruit 4-H members 2 3 4 5 
23. Set rules for 4-H county events 2 3 4 5 
24. Represent 4-H with civic groups 2 3 4 5 
25. Evaluate 4-H programs 2 3 4 5 
26. Suggest new 4-H programs or projects 2 3 4 5 
' 27. Create new visual materials 2 3 4 5 
28. Serve as activity chairpersons 2 3 4 5 
29. Initiate 4-H publicity 2 3 4 5 
30. ~1ake award selections 2 3 4 5 
31. Represent 4-H with county fair board 2 3 4 5 
32. Recruit volunteers 2 3 4 5 
33. Serve on inter-agency col111littees 2 3 4 5 
34. Set county goals 2 3 4 5 
35. Evaluate extension staff 2 3 4 5 
36. Promote 4-H awards program 2 3 4 5 
37. Appoint coi!ITlittees 2 3 4 5 
38. Organize money-making activities 2 3 4 5 
39. Develop mass media ·programs 2 3 4 5 
40. Serve as advisors to extension staff 2 3 4 5 
41. Serve as county project 1 eaders 2 3 4 5 
42. Conduct tours 2 3 4 5 
43. Recommend staffing 2 3 4 5 
44. Justify budgets 2 3 4 5 
45. Conduct surveys 2 3 4 5 
46. Recommend major purchases 2 3 4 5 
47. Select fair superintendents 2 3 4 5 
48. Represent 4-H w1th school administration 2 3 4 5 
49. Recruit project leaqers 2 3 4 5 
50. Inform other leaders 2 3 4 5 
51. Work with parents 2 3 4 5 
The 4-H Volunteer Leader Should: 
52. Serve as teachers to train other volunteers 
in speciality areas 
53. Serve on 4-H council 
54. Serve as county fair superintendent 
55. Assist with fair entry 
56. Assist with club enrollment 
57. Provide transportation 
58. Support new 4-H club 
59. Make visuals 
60. Contact minorities regarding me~bership 
61. Teach subject matter 
62. Give recognition 
63. Locate meeting places 
64. Oraanize tours 
65. Plan leader coffee 
66. Secure meetinq places 
67. Tag livestock 
68. Supervise food stand 
69. Organize clubs 
70. Serve as activity coordinator 
71. Coach judging teams 
72. Serve as camp counselor 
73. Teach club office training 
74. Motivate 4-H members 
75. Lead recreation 
76. Introduce new projects and activities 
77. Sponsor junior leader group 
78. Take exhibits to fair 
79. Teach crafts 
80. Serve as a resource person 
81. Make samples of projects to show 
82. Serve on telephone ccxnmittee 
83. Present awards and recognition 
84. Clean county fairgrounds 
85. Help build floats and booths 
86. Make signs 
87. Write newsletter 


























































































































































The 4-H Volunteer Leader Should: SD D u A SA 
89. Tabulate judging results 2 3 4 5 
90. Fill club literature orders 2 3 4 5 
91. Attend project training sessions 2 3 4 5 
92. Chaperone out-of-state trips 2 3 4 5 
93. Sponsor awards 2 3 4 5 
Section Ill - Directions: Please list tasks other than those already mentioned which you 
feel 4-H leaders in Oklahoma should perform. 
94. 
Thank you for your cooperation. 
91 
COOPERATIVE EXTENSION SERVICE 
OKLAHOMA STATE UNIVERSITY DIVISION OF AGRICULTURE 
4-H AND YOUTH DEVELOPMENT PROGRAMS STILLWATER, OKLAHOMA 74074 
October 19, 1978 
TO: Extension Staff 
A few weeks ago, you received a questionnaire regarding the 
tasks of volunteer leaders. ·The questionnaire is a part of are-
search project being conducted by Shirley Hastings. Many of you 
have returned the questionnaire, but several have not been re-
ceived. If you have not returned the questionnaire, please do so. 
We have enclosed an extra copy of the questionnaire and an addressed 
envelope for your convenience. 
The research project will only be successful with your input and 
will not be representative without your participation. Your cooper-
ation is appreciated. 
WFT:vd 
Enclosures - Questionnaire 
Return Envelope 
Sincerely, 
William F. Taggart 
Associate Director 
WORk IN AGRICULTURE, 4-H, HOME ECONOMICS AND RE:LATED FiELD. 
USDA- OSt.l AND CDUN"rV COMMI5~10NER5 COOPERATING 
92 
APPENDIX B 
TASK CLASSIFICATION SUMMARY 
93 
94 
CODE (1) (2) (3) 
County Extension Professionals 
(4) 
NAME (Optional) 
4-H VOLUNTEER LEADER TASK CLASSIFICATION CHECKLIST 
Directions: Please classify each of the following tasks as either Maintenance Tasks, Educational 
Tasks, or Managerial Tasks. To indicate your classification, please place a 
check (v) mark in the column which best describes your classification choice. 
Tasks of Volunteer 4-H Leaders 
1. Plan local 4-H club programs 
2. Contact potential 4-H leaders 
3. Recruit 4-H members 
4. Set rules for 4-H county events 
5. Represent 4-H with civic groups 
6. Evaluate 4-H programs 
7. Suggest new 4-H programs or projects 
8. Create new visual materials 
9. Serve as activity chairpersons 
10. Initiate 4-H publicity 
11. Make award selections 
12. Represent 4-H with county fair board 
13. Recruit volunteers 
14. Serve as inter-agency committees 
15. Set county goals 
16. Evaluate Extension staff 
17. Promote 4-H awards program 
18. Appoint committees 
19. Organize money-making activities 
20. Develop mass media programs 
21. Serve as advisors to Extension staff 
22. Serve as county project leaders 
23. Conduct tours 
24. Recommend staffing 
25. Justify budgets 
26. Conduct surveys 







Tasks of Volunteer 4-H Leaders 
28. Select fair superintendents 
29. Represent 4-H with school administration 
30. Recruit project leaders 
31. Inform other leaders 
32. W.ork with parents 
33. Serve as teachers to train other 
volunteers in speciality areas 
34. Serve on 4-H council 
35. Serve as county fair superintendent 
36. Assist with fair entry 
37. Assist with club enrollment 
38. Provide transportation 
39. Support new 4-H club 
40. Make visuals 
41. Contact minorities regarding membership 
42. Teach subject matter 
43. Give recognition 
44. Locate meeting places 
45. Organize tours 
46. Plan leader coffee 
47. Secure meeting places 
48. Tag livestock 
49. Supervise food stand 
50. Organize clubs 
51. Serve as activity coordinator 
52. Coach judging teams 
53. Serve as camp counselor 
54. Teach club office training 
55. Motivate 4-H members 
56. Lead recreation 
57. Introduce new projects and activities 
58. Sponsor junior leader group 
59. Take exhibits to fair 
60. Teach crafts 
61. Serve as a resource person 
62. Make samples of projects to show 








Tasks of Volunteer 4-H Leaders 
64. Present awards and recognition 
65. Clean county fairgrounds 
66. Help build floats and booths 
67. Make signs 
68. Write newsletter 
69. Utilize junior leaders 
70. Tabulate judging results 
71. Fill club literature orders 
72. Attend project training sessions 
73. Chaperone out-of-state trips 











TABLE SHOWING NUMBER AND PERCENTAGES OF RE-
SPONDENTS EXPRESSING ATTITUDES REGARDING 




Plan local club program 
Represent 4-H with civic 
groups 
Suggest new 4-H programs 
or projects 
Create new visual materials 
Develop mass media programs 
Serve as county project 
leaders 
Serve as teachers to train 
other volunteers in spe-
cialty areas 
Teach subject matter 
Organize tours 
Coach judging teams 
Teach club officer training 
Motivate 4-H members 
TABLE XXXII 
NUf\1BER AND PERCENT AGES OF RESPONDENTS EX-
PRESSING ATTITUDES REGARDING VOLUNTEER 
LEADER TASKS 
Strongly Disagree Uncertain 
Disagree 
N % N % N % 
0 0 6 2.913 10 4.854 
2 • 971 9 4. 369 24 11.650 
1 0.483 3 0.966 2 0.966 
1 0.483 39 18.841 51 24.638 
8 3.865 44 21.256 56 27.053 
3 1.449 2 0.966 2 0.966 
2 0.980 5 2.451 12 5.882 
1 0.485 8 3.883 19 9.223 
1 0.483 3 1.449 17 8.213 
2 0.966 10 4.831 18 8.696 
1 0.483 24 11.594 23 11.111 
1 0.483 0 0.000 1 0.483 
Agree Strongly 
Agree 
N % N % 
94 45.631 96 46.602 
139 57.476 32 15.534 
115 55.556 87 42.029 
101 48.792 15 7.246 
84 40.580 15 7.246 
105 50.725 95 45.894 
116 56.863 69 33.824 
138 66.990 40 19.417 
138 66.667 48 23.188 
127 61.353 50 24.155 
123 59.420 36 17.391 
108 52.174 97 46.860 1.0 00 
TABLE XXXII (Continued) 
Tasks Strongly Disagree Uncertain Agree Strongly 
Disagree Agree 
N % N % N % N % N % 
Educational Tasks (Cont.) 
Introduce new projects and 
activities 1 0.485 s 2.427 18 8.738 131 63.592 51 24.757 
Teach crafts 1 0.483 7 3.382 11 5.314 142 68.599 46 22.222 
Serve as a resource person 1 0.485 2 0.971 8 3.833 130 63.107 65 31.553 
Make samples of projects to 
show 1 0.488 11 5. 366 18 8.780 132 64.390 43 20o976 
Attend project training 
session 1 0.485 1 Oo485 3 lo456 120 58.252 81 390 320 
Maintenance Tasks 
Contact potential 4-H 
leaders 1 Oo483 3 1.449 3 3o865 136 65o700 59 28.502 
Recruit 4-H members 1 Oo483 1 0.483 3 1.449 108 52.o74 94 45.411 
Represent 4-H with county 
fair boards 5 2o427 15 7.282 50 24 0 272 101 49o029 35 16o990 
Recruit volunteers 1 0.485 6 2o913 6 2o913 126 610165 67 32 0 524 
Promote 4-H awards 1 Oo485 2 Do 971 4 lo942 144 69o903 55 26o699 
Conduct tours 2 Oo966 3 1.449 13 6.280 141 68o166 48 23o188 
Conduct surveys 4 lo 932 38 18.357 53 25.604 94 45.411 18 8o696 
Recruit project leaders 1 Oo485 3 1.456 3 1.456 133 64o563 66 32.039 
1.0 
1.0 
TABLE XXXII (Continued) 
Tasks Strongly Disagree Uncertain Agree Strongly 
Disagree Agree 
N % N % N % N % N % •'J 
Maintenance Tasks (Cont.) 
?-
Work with parents 1 0.483 0 a·. ooo 1 0.483 144 55.072 91 43.961 
Serve on 4-H council 1 0.485 2 o. 971 6 2.913 107 51.942 90 43.689 
Assist with fair entry 3 1.456 4 1.492 8 3.883 118 57.282 73 35.437 
Assist with club enrollment 1 0.485 o. 0.000 2 0.971 102 49.515 101 49.029 
Provide transportation 1 0.483 8 3.856 16 7.729 113 54.549 69 33.333 
Support new 4-H club 1 0.485 0 0.000 3 1.456 120 58,252 82 39.806 
Make visuals 1 0.488 26 12.683 57 27.805 97 47.317 24 11.707 
Give recognition 1 0.483 1 0.483 8 3.865 132 63.768 65 31.401 
Locate meeting places 1 0.483 0 0.000 8 3.865 129 62.319 69 33.333 
Plan leader coffee 3 1.449 9 4.348 29 14.010 123 59.420 43 20.773 
Secure meeting places 1 0.483 2 0.966 15 7.246 126 60.870 63 30.485 
Tag livestock 4 1.951 20 9.756 41 20.000 103 50.244 37 18.049 
Organize clubs 1 0.485 5 2.427 16 7.767 125 60.680 59 28.641 
Serve as camp counselor 1 0.485 10 4.854 14 6.796 129 62.621 52 25.243 
Lead recreation 4 1. 932 35 16.908 14 6.763 106 51.208 48 23.188 
Sponsor junior leader group 1 0.485 1 0.485 6 2.913 152 73.786 46 22.330. 
Take exhibits to fair 4 1. 932 11 s. 314 30 14.493 116 56.039 46 22.222 
1-' 
Serve on telephone committee 1 0.483 12 5.797 18 8.696 135 65.217 41 19.807 0 0 
TABLE XXXII (Continued) 
Tasks Strongly Disagree Uncertain Agree Strongly 
Disagree Agree 
N % N % N % N % N % 
Maintenance Tasks (Cont.) 
Present awards and recogni-
tion 1 0.485 4 1.942 9 4.369 122 59.223 70 33.981 
Clean county fairgrounds 43 20.874 52 25.243 39 18.932 48 23.301 24 11.650 
Help build floats and booths 2 0.966 17 8.213 26 12.560 125 60.386 37 17.874 
Make signs 2 0.966 18 8.696 22 10.628 129 62.319 36 17.391 
Write newsletter 17 8.213 69 33.333 60 28.986 44 21.256 17 8.213 
Tabulate judging results 6 2.941 13 6.373 16 7.843 124 60.784 45 22.059 
Fill club literature order 9 4. 369 41 19.903 34 16.505 86 41.748 36 17.476 
Sponsor awards 5 2. 427 26 12.621 49 23.786 87 42.233 39 18.932 
Managerial Tasks 
Set rules for county events 5 2.415 16 7. 729 24 11.594 124 59.903 38 18.357 
Evaluate 4-H programs 1 0.483 7 3.382 10 4.831 132 63.768 57 27.536 
Serve as activity chair-
persons 2 0.966 4 1. 932 10 4.831 124 59.903 67 32. 367 
Initiate 4-H publicity 2 0.966 16 7. 729 32 15.459 124 59.903 33 15.942 
Make award selections 6 2.941 26 12.745 42 20.588 97 47.549 33 16.176 
Serve on inter-agency com-
mit tees 3 1.471 10 4.902 so 24.510 110 53.922 31 15.196 
f-' 
Set county goals 3 1.456 12 5.820 20 9.709 126 61.165 44 21.845 
0 
f-' 
TABLE XXXII (Continued) 
Tasks Strongly Disagree Uncertain Agree Strongly 
Disagree Agree 
N % N % N % N % N % 
Managerial Tasks (Cont.) 
Evaluate extension staff 24 11.650 48 23.301 49 23.786 66 32.039 19 9. 22 3 
Appoint committees 6 2.913 26 12.621 37 17.961 109 52.913 28 13.592 
Organize money making activi-
ties 1 0.485 5 2.427 20 9.709 141 68.44 7 39 18.932 
Serve as advisors to ext en-
sion staff 2. 0.966 9 4. 348 12 5.797 111 53.623 73 35.266 
Recommend staffing 26 12.560 68 32. 850 58 28.019 48 23.188 7 3.382 
Justify budgets 21 10.145 51 24.638 37 17.874 72 34.783 26 12.560 
Recommend major purchases 11 5.340 45 21.845 56 27.184 82 39.806 12 5.825 
· Select fair superintendents 16 7. 729 52 25.121 48 23.188 72 34.783 19 9.179 
Represent 4-H with school 
adminstration 3 1.456 15 7.282 23 11.165 119 57.767 46 22.330 
Inform other leaders 1 0.483 2 0.966 4 1.932 133 64.251 67 32.367 
Serve as county fair super-
indent 7 3.382 13 6.280 15 7.246 113 54.589 59 28.502 
Contact minorities regard-
ing membership 1 0.488 3 1.436 18 8.780 121 59.024 62 30.244 
Supervise food stand 1 0.485 14 6.796 14 6.796 121 58.738 56 27.184 
"""' 0 
N 
TABLE XXXII (Continued) 
Tasks Strongly Disagree Uncertain Agree Strongly 
Disagree Agree 
N % N % N % N % N % 
Managerial Tasks (Cont.) 
Serve as activity coordin-
a tor 0 0.000 4 1.942 19 9.223 128 62.136 55 26.699 
Utilize junior leaders 1 0.483 0 0.000 1 0.483 111 53.623 94 45.411 
Chaperone out-of-state trips 3 1.456 2 o. 971 13 6. 311 124 60.194 64 31.068 
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